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Abstract 
 
In today’s highly competitive labour market, labour is seen as one of the most important 
assets contributing to the success of an organization. Nonetheless, literature and studies 
focusing on low-skilled workers are rather sparse and little focus has been placed on how 
these low-skilled workers can be understood and motivated most effectively and efficiently. 
In labour-intensive industries, in which low-skilled workers are the main production factor, 
high employee turnover is a common phenomenon and many questions arise concerning how 
companies can retain their low-skilled workers, especially those with high potential. Due to 
low-skilled workers’ limited skills, education and competence, there is a limit to how much 
the company can offer as an incentive to stay. In addition, owing in part to the small number 
of studies aimed at low-skilled workers, there might be a mismatch between what managers 
believe their low-skilled workers will find motivating and what the low-skilled workers in 
fact deem most attractive. Therefore, this dissertation provides an empirical test of selected 
well-known motivational theories on low-skilled workers using the case of migrant workers 
from Myanmar in Thailand with a view to gaining greater understanding of low-skilled 
workers’ attitudes and recommending management strategies based on the findings. This 
dissertation also touches on the importance of organizations understanding and motivating 
the low-skilled workforce and explains the implications of motivation theory for developing 
and enhancing employee satisfaction and improving employees’ level of commitment.  
In the field of human resource management, workers are a complex group of individuals who 
can be studied from many different perspectives and are motivated and react differently based 
on individual preferences. For centuries, researchers have been trying to understand these 
labour forces, yet concrete findings on best practice have not been found. In this dissertation, 
I study low-skilled migrant workers from Myanmar in Thailand, by [1] taking into 
consideration a low-skilled worker’s needs (Maslow’s hierarchy of needs), [2] identify the 
job environment that can facilitate and motivate job satisfaction most effectively (Herzberg’s 
two-factor theory, Hackman & Oldham’s job characteristics model), and [3] understand the 
factors that affect employees’ organizational commitment level (Meyer & Allen’s 
organizational commitment theory) and turnover intention in low-skilled workers. The study 
variables for this dissertation include workers’ needs, employees’ job satisfaction level, the 
facets of job satisfaction, job characteristics, life satisfaction, organizational commitment, 
and turnover intention.  
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The main purpose of this study is to reaffirm the aptness of the aforementioned well-known 
motivation theories in the case of low-skilled workers. This is not only to verify the universal 
implication of the theories – whether or not low-skilled and skilled workers would act and 
feel the same, as proposed by the theories – but also to identify suitable strategies tailored 
especially to satisfying the low-skilled workers’ unique characteristics.  
Many low-skilled migrant workers, especially from neighbouring countries, now occupy low-
skilled jobs in Thailand. With Thailand’s continued economic development and an increase 
in the population’s overall literacy ratio, a shortage of low-skilled labour has become a major 
issue of concern for Thailand labour-intensive industries. Local Thais are no longer interested 
in joining the factory floor to undertake operational jobs and are move towards more 
rewarding occupations either in the services industry or starting their own venture business, 
especially in the food sector. The presence of migrant workers in Thailand is not a surprising 
phenomenon and many studies have revealed that migrant workers are beneficial and make a 
significant contribution to the Thai economy. The majority of migrant workers in Thailand 
are from Myanmar. The Thailand Development Research Institute’s (TDRI) final report on 
the demand for migrant workers in Thailand, published in 2007, showed that the fish industry 
has the highest demand for migrant workers. In this dissertation, to propose recommended 
strategies for managing low-skilled workers, the research sample chosen comprises low-
skilled migrant workers from Myanmar in the Thai seafood processing industry.  
Data were collected through 400 questionnaires from 13 randomly selected factories and 12 
semi-structured interview sessions. The questionnaires were analysed using the Statistical 
Package for Social Sciences (SPSS) and structural equation modelling in the AMOS program. 
The analyses were repeated several times to ensure the reliability and validity of the results.  
The results of the study show support for Maslow’s hierarchy of needs in the case of low-
skilled Myanmar workers in Thailand. Low-skilled workers in Thailand value needs in step 
with Maslow’s (1943) proposal. Physiological needs are the most important for low-skilled 
workers. However, one point that contradicts Maslow’s assumption is that low-level needs do 
not diminish in importance even when they are met. Another interesting aspect in relation to 
Maslow’s ranking is that low-skilled workers value self-accomplishment more than the need 
to belong to a team/group/society. 
In terms of Herzberg’s (1959) two-factor theory, the results show that Myanmar workers in 
Thailand are mostly satisfied with pay and promotion, but least satisfied with the fringe 
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benefits and recognition. An important finding here is that for low-skilled workers motivator 
factors are regarded in the same way as hygiene factors in that they do not stimulate 
satisfaction, but are demotivating when not present in the workplace. This is of significance 
for companies, as employers should take into consideration motivator factors, offering fringe 
benefits and ensuring recognition to prevent dissatisfaction among their low-skilled workers. 
Analysis of Hackman and Oldham’s (1980) job characteristics model shows that employees 
rate their job value at the lower end of the spectrum – 2 out of 7. Furthermore, the results 
suggest that low-skilled employees would gain satisfaction if they were offered a greater 
variety of skills. This indicates a positive attitude on the part of employees in relation to 
taking on and learning new skills which could be beneficial to both parties: the company and 
the employees themselves.    
Organizational commitment, measured based on Meyer and Allen’s (1991, 1997) model, 
suggests that low-skilled workers’ allegiance to the company is based primarily on affective 
commitment, followed by normative commitment and then continuance commitment. This 
result provides additional evidentiary support for previous research in that even though these 
low-skilled workers are mostly part-time employees, continuance commitment is not the 
main driving force for them to stay. Commitment is based on emotional ties even for low-
skilled workers. Organizational commitment in this research is tied to need satisfaction and 
turnover intention, but has no significant relationship with job satisfaction and job 
characteristics.  
To examine the retention of employees, turnover intention and factors that might have an 
impact on turnover were measured. This analysis reveals that for low-skilled Myanmar 
workers in Thailand, need satisfaction is the only factor that has a significant relationship 
with turnover intention. Other factors, such as job satisfaction, facets of job satisfaction, job 
characteristics and organizational commitment exhibit no correlation with turnover intention. 
For low-skilled workers, needs remain the most important factors and they will leave an 
organization which cannot or does not fulfil their needs. 
Demographic variation plays a significant role in influencing employee attitudes. In this 
research, aspects of respondents’ demographic background – gender, age, marital status, 
employment position, education level, length of service in current factory, total length of stay 
in Thailand – were assessed to establish whether demographic variation would have an effect 
on employees’ attitudes. The results reveal that those who are older, hold a full-time position, 
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have no educational background and have spent a longer time in the factory and in Thailand 
are more satisfied than the younger group with a part-time position who have spent less time 
in both the current factory and in Thailand. It is worth noting that age and marital status do 
not show an impact on respondents’ attitudes. 
Taking into account the results, the “MYANMAR” concept is proposed as a guideline for 
companies to consider and implement in order to match their strategies to what is most 
wanted by the low-skilled Myanmar workers in Thailand. MYANMAR is an acronym for 
money, yearly evaluation, additional benefits, nurturing individual performance, maintaining 
need satisfaction, accumulating skills, and recognition, reward and reinforcement. 
This dissertation presents new empirical findings in the academically sparse area of low-
skilled labour management. The results of this study provide additional evidence in support 
of existing literature, as well as evidence in contradiction of current theories. Through 
understanding the factors influencing the level of need satisfaction, job satisfaction, 
organizational commitment and turnover intention in low-skilled workers, employers and 
society can attempt to create a favourable and challenging job environment that can satisfy, 
motivate and retain this unique group of workers more effectively and efficiently.  
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Glossary 
The terminology used in this dissertation are taken from a number of sources, but particularly 
from International Standard Classification of Occupations-08 (ISCO-08) by International 
Labour Office (ILO), FAO Glossary by Food and Agriculture Organization (FAO) of the 
United Nations and the 2012 Survey of the UK Seafood Processing Industry. 
Fishing Industry = Any activity concerned with taking and culturing both marine and 
freshwater fisheries 
Fishery-related Industry = Activities of processing, preserving, storing, transporting, 
marketing or selling fish or aquatic products 
Labour-intensive Industry = A production process that requires higher labour input than 
capital input 
Low-Skilled Job (Skill Level 1 in ISCO-08) = Typically require the performance of simple and 
routine physical or manual tasks.  The task may requires the use of hand held tools, such as 
shovels, or of simple electrical equipment, such as vacuum cleaners.  It involve tasks such as 
cleaning; digging; lifting and carrying materials by hand; sorting, storing or assembling 
goods by hand (sometimes in the context of mechanised operations):  operating non-
motorised vehicles; and picking fruit and vegetables.  Many occupations at Skill Level 1 may 
require physical strength and/or endurance.  A short period of on-the-job training may be 
required for some jobs. Occupations classified at Skill Level 1 include office cleaners, freight 
handlers, garden labourers and kitchen assistants 
Migrant Worker = A person who is to be engaged, is engaged or has been engaged in 
remunerated activity in a state of which he or she is not a national 
Seafood Processing Industry = Activities of cutting, filleting, pickling, peeling, washing, 
chilling, packing, heading, gutting, brining, smoking, cooking, freezing, canning, deboning, 
breading, battering, vacuum and controlled packaging, producing of ready meals 
Skill = The ability to carry out the tasks and duties of a given job 
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INTRODUCTION 
1.1 Research Background 
The core research question addressed by this dissertation is: Are there any differences in the 
application of employee motivational theories for low-skilled workers? The study of 
employee motivation has been the dominant focus of research in human resource 
management. It is important for companies to motivate their workforces as effectively and 
efficiently as possible to enhance human capability and increase company competitiveness. 
However, the majority of papers and research in the field of employee motivation stems 
largely from the empirical testing of skilled workers, i.e. managers, doctors, nurses and IT 
professionals. There is a considerable body of literature and fieldwork research that shows the 
importance of low-skilled workers and their contribution to competitiveness in labour-
intensive industries such as agriculture, construction, textiles and fishery. Without low-skilled 
workers, these industries could not continue to operate. However, this is not reflected in 
research on employee motivation. 
Labour is seen as an important input in the production process. It is therefore in the interest of 
companies to seek out cheap labour to reduce costs and considerable attention has been paid 
to making the best use of the human capital available in the firm. In managing low-skilled 
labour, there are relatively few tools for managers to implement compared to skilled labour. 
To a certain extent, monetary rewards can play a role in motivating low-skilled labour. 
However, with workers’ limited skills and competence, wage increases and promotion 
opportunities are limited. The switching cost for low-skilled labour is also low and thus 
workers will leave to work for those offering the highest pay. In contrast, turnover is costly 
for firms regardless of size, technological advancement and other factors. Employees begin to 
develop skills, experience and knowledge and therefore have economic value to the 
organization (Ramlall, 2004). With high turnover, the firm loses both the time and money 
spent on individuals who leave, including low-skilled workers.  
Moreover, reducing employee turnover will increase the overall morale of employees. 
Therefore, the importance of managing low-skilled labour should not be overlooked. How to 
motivate and retain these low-skilled employees should be observed and studied. It is 
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essential for managers to think of creative ways to motivate low-skilled workers and reward 
them, for example with something extra in their pay checks. If workers feel visible, needed 
and motivated, they may respond in kind to an organization. There are many theories and 
recommendations on how to manage a labour force. However, research on how to manage 
low-skilled labour is rather limited and scarce.   
This dissertation aims to explore how different employee motivation theories apply to low-
skilled workers and to verify the extent to which such theories are universal and applicable to 
all classes of worker. It is hoped that this research will be useful to the academic world in 
contributing to theory, as well as providing useful input for managers in applying effective 
motivational techniques for their low-skilled workers in the real business arena. 
1.1.1 Thailand and Migrant Labour from Myanmar 
Thailand, officially the Kingdom of Thailand, is a country located in the Southeast Asian 
region with a population of approximately 67,741,401 (2014 est.), well-known for its beauty 
and being the world’s top tourist destination. Thailand’s gross domestic product (GDP) of 
$673 billion with GDP per capita of $7,907 ranks the country as the third largest economy in 
Southeast Asia after Singapore and Malaysia (2013 est.). Thailand’s GDP is composed of 
12.1% for the agriculture sector, 43.6% for the industry sector and 44.2% for the services 
sector (2013 est.). By occupation, the labour force comprises 38.2% in agriculture, 13.6% in 
industry and 48.2% in services (2011 est.). From the data, local Thai people are engaged 
mostly in services and agriculture, with a small number in the industrial sector.  
With its continuous economic development, Thailand is now facing many problems, 
especially a shortage of low-skilled labour. Thailand has a shrinking population, a decreasing 
birth rate and smaller family size, together with an improvement in the country’s literacy 
level, meaning that local Thai people not longer engage in the so-called 3D (dirty, dangerous 
and demeaning) jobs. Such jobs often require long working hours in a non-regulated working 
environment and are often seen in the textile, construction and fishery industries, among 
other labour-intensive industries. Low-skilled local Thai people are no longer interested in 
taking 3D low-skilled jobs because of the availability of other job opportunities, especially in 
the services industry. The majority of low-skilled natives join the tourism industry and/or are 
involved in the street food vendor business, resulting in a large gap in the market for low-
skilled labour. Because of the lack of local labour, these low-skilled jobs are now filled by 
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migrant workers, a fact that is widely recognized. According to the International Labour 
Organization (ILO), the United Nations agency dealing with labour issues, a migrant labourer 
is defined as “a person who is to be engaged, is engaged or has been engaged in remunerated 
activity in a state of which he or she is not a national”. It has been estimated that more than 
90% of low-skilled jobs in labour-intensive industries are occupied by migrant workers. 
Thailand is inevitably reliant on migrant workers and therefore the issue of how they can best 
be managed should be the focus of study.  
Thailand’s economy has undergone rapid development. Along with economic expansion, the 
employee wage level is increasing substantially, making Thailand one of the greatest 
recipient countries of migrant workers in the region, mainly from its neighbouring countries, 
Laos, Cambodia and Myanmar. There are many reasons for the labour movement from 
neighbouring countries to Thailand. According to the International Monetary Fund’s (IMF) 
2010 world economic outlook database, Thailand’s annual wage in US$ was four times 
higher than the annual wage level in Laos, seven times that in Cambodia and 10 times higher 
than the wage level in Myanmar. Migrant workers come to Thailand for higher pay and in 
search of a better standard of living.  
It is no surprise the number of migrant labourers in increasing globally as the world has 
become more connected and globalized. The migration issue has been the focus of discussion 
for centuries. As noted by the International Organization for Migration in the World 
Migration Report (IOM, 2013), human beings have migrated in search of a better life for 
thousands of years. In 2013, it was estimated that there were more than 232 million 
international migrants worldwide (OECD–UN/DESA, 2013). Research on migration is 
intrinsically interdisciplinary, involving sociology, political science, history, economics, 
geography, demography, psychology, cultural studies and law (Brettell & Hollifield, 2007; 
Castles & Miller, 2009). The largest migrant network in Thailand is that of Myanmar migrant 
workers. It is estimated that approximately 75% of the total migrant workforce in Thailand is 
from Myanmar. Because of Myanmar’s internal political dispute, its close proximity to 
Thailand and the large gap in wage levels between the two countries, Thailand is the main 
receiving hub for Myanmar workers. As of year-end 2014, the UN Thailand Development 
Report (UN, 2014) estimated that approximately two to four million migrant workers (both 
registered and non-registered) are now living and working in Thailand, the majority being 
from Myanmar. The Myanmar workforce is predominantly young and low-skilled.  
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This study considers low-skilled migrant labour in Thailand from the human resource 
management perspective. Issues related to sociology, e.g. human rights and human trafficking, 
as well as economic-related issues, e.g. unemployment, the wage rate and social cost, are 
beyond the scope of this study. Rather, it intends to shed light on the nature of low-skilled 
migrant labour and how organizations can motivate their workers most effectively.  
1.1.2 The Seafood Processing Industry in Thailand 
Workers from Myanmar can be found in many Thai labour-intensive industries, some to a 
greater extent than others. The top five industries that employ migrant workers are agriculture, 
farming, construction, fisheries and fishery-related industries. According to the final report of 
a study by the Thailand Development Research Institute (TDRI, 2007), a government-funded 
research agency, of the aforementioned sectors fishery-related industry has the highest rate of 
dependence on migrant workers, as illustrated in Figure 1.1    
Figure 1.1: Effective demand for alien workers in labour-intensive industry 
 
Source: TDRI’s July 2007 Final Report 
To further strengthen this finding, the Thailand Statistical Office report on the employment 
situation for the third quarter of 2006 shows the percentage of local Thai workers involved in 
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labour-intensive industries (Table 1.1). Less than 1% of total employment in fishery-related 
industry is composed of the native Thai labour force. It is thus apparent that fishery-related 
industry is highly dependent on migrant workers to fill jobs that are not attractive to locals 
and that the continued flow of these migrant workers is necessary to the survival and 
competitiveness of the industry. To continue their operations and maintain their competitive 
edge, fishery-related companies have to employ a huge number of low-skilled migrant 
workers. The presence of low-skilled migrant workers benefits the industry as well as the 
Thai economy as a whole.  
Table 1.1: Percentage of Thai labour working in labour-intensive industry 
Industry Thai Labour Force (People) Percentage (%) 
Agriculture 14,417,134 83.63% 
Construction 1,487,772 8.63% 
Others 493,911 2.87% 
Fishery 389,110 2.26% 
Domestic Helper 154,352 0.90% 
Fishery Related 139,964 0.81% 
Rice Mill 67,490 0.39% 
Brickyard 51,390 0.30% 
Mining 34,388 0.20% 
Marine Logistic 2,670 0.02% 
Total 17,238,180 100% 
Source: Thailand Statistical Office 3rd Quarter Report, 2006; Translated to English by Author 
Fishery-related industry is involved in processing, preserving, storing, transporting, 
marketing and selling fish or other aquatic products. Within the industry, the seafood 
processing sector is important in adding value to the final products and employs the largest 
number of workers in its operations. The seafood processing industry includes any business 
or establishment operated for the purpose of freezing, canning, pickling, salting or preserving 
seafood products with the intention of prolonging the life of products for sale. According to 
the UN’s Food and Agriculture Organization, Thailand is one of the world’s principal 
producers in the seafood processing industry and is ranked third in world exporters of 
fishery-related commodities following China and Norway (FAO, 2013). The main exports are 
canned tuna and frozen shrimp. The export value of Thailand’s fishery-related commodities 
is 236,902 million Baht, which is approximately 4% of the country’s total GDP (2012 est.).  
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The target area for this research is the factories and operations in Samut Sakhon, a seaside 
province near the capital city of Bangkok which is home to many seafood processing 
factories. The province is well-known as a hub of fisheries and fishery-related industry and is 
also home to the Myanmar network, known as the “Little Myanmar” of Thailand.  
For the aforementioned reasons, Thailand and the seafood processing industry are inevitably 
in need of low-skilled migrant workers, especially those from Myanmar. Whether or not 
these low-skilled workers’ attitudes and behaviours comply with what might be expected 
from previous literature and theory in terms of maximizing motivation is the focus of this 
dissertation. To my knowledge, this dissertation is the first study to attempt to understand the 
motivation and attitudes of low-skilled Myanmar workers in Thailand from the human 
resource management perspective. 
 
1.2 Conceptual Framework 
Motivation is derived from the Latin meaning “to move.” Robbins (1993) defined motivation 
as the “willingness to exert high levels of effort toward organizational goals, conditioned by 
the effort’s ability to satisfy some individual need.” Understanding what motivates 
employees and how they are motivated is important and is the focus of this study. When an 
organization understands what drives an employee to exert greater energy and power to 
achieve the target goals, the organization benefits through higher organizational performance.  
Motivation affects employee commitment and retention. Enhancing employee commitment 
and reducing employee turnover should be the goal of every organization given the 
investment in employees. Many organizations view low-skilled workers as a disposable asset 
as they can easily be replaced and they receive little training or other organizational 
contribution. However, both the direct costs and indirect costs associated with losing an 
employee are higher than trying to retain one. It is more beneficial economically to keep an 
employee because of the experience potentially accumulated over time. Therefore, it is 
rational to identify and analyse the motivational theories that have an impact on increasing 
employee commitment and reducing turnover intention.  
For the purposes of this study, the most relevant theories that exert an impact on employee 
commitment and turnover in an organization have been identified as follows: (1) Maslow’s 
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(1943) theory of the hierarchy of needs; (2) Herzberg’s (1959) two-factor theory; (3) 
Hackman and Oldham’s (1980) job characteristics model; (4) Meyer and Allen’s (1991, 
1997) organizational commitment theory. These theories are dominant and well-known 
theories in the field of employee motivation. However, to the author knowledge, no literature 
has yet explored the case of low-skilled workers from Myanmar in Thailand from a human 
resource management perspective based on these theories. 
One of the most basic and well-known theories in the sociological field to attempt to 
categorize human needs is Maslow’s (1954, 1968) hierarchy of needs. As earlier mentioned, 
Myanmar workers in Thailand understanding related to the level of needs has never been 
conducted before; therefore, it is deem suitable to start exploring employee’s needs based on 
the most well-known theory of Maslow’s. According to Maslow, employees have five levels 
of needs: physiological, safety, social, self-esteem and self-actualizing. These needs are in 
hierarchical form, so that most basic needs have to be satisfied first before moving on to the 
higher level needs. Maslow considered the hierarchy of needs to be universal and applicable 
to all. In a related sphere, Herzberg (1959) categorized motivation into two factors: hygiene 
and motivators. Hygiene factors, such as pay and job security, are crucial and their lack will 
result in dissatisfaction. Motivators, such as promotion, recognition and fringe benefits, are 
supplementary and should result in job satisfaction. Hackman and Oldham’s (1980) job 
characteristics model explains the set of characteristics that should be built into work to 
improve employees’ motivation and satisfaction and this may result in redesigning jobs to 
improve employee motivation. These three theories, based on past literature, are linked to 
employees’ overall job satisfaction, life satisfaction, organizational commitment and turnover 
intention. However, there is a lack of consistency and cohesion in the finding of previous 
research. The findings from this empirical study will therefore provide additional evidence of 
the aptness of these theories in the case of low-skilled workers, specifically those from 
Myanmar working in Thailand, and contribute to the hitherto sparse research on low-skilled 
worker management.  
Job satisfaction and life satisfaction also exert an impact on organizational commitment and 
turnover intention. Job satisfaction is considered to be one of the most important factors 
contributing to people’s intention to quit their jobs. Rain, Lane, and Steiner (1991) suggested 
that job satisfaction is positively connected to life satisfaction. When employees are satisfied 
with their jobs, they tend also to be happy with their lives, and vice versa. When employees 
feel motivated and satisfied with their work, employee commitment is enhanced. It is logical 
 8 
that when people are satisfied with their work and life, they will tend to feel more committed 
and put extra effort into their work; furthermore, such commitment translates into less 
likelihood of employees leaving.  
Meyer and Allen (1991, 1997) classify organizational commitment according to three broad 
categories: affective commitment, continuance commitment and normative commitment. 
Their three-component model of organizational commitment is widely accepted and has 
gained popularity as a dominant predictor of organizational commitment.  
The posited relationships among these theories are illustrated in Figure 1.2, which represents 
the conceptual framework for this study. Schulze and Steyn (2003) affirmed that to 
understand and motivate employees at work, managers and supervisors must be aware of 
what will help “move” their employees to act. Selected variables are tested to establish 
relationships between them, as well as variations based on demographic characteristics. 
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Figure 1.2: Research Conceptual Framework 
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1.3 Research Objectives 
The main objective of this study is to investigate whether the motivation and attitudes of low-
skilled employees are in accordance with those identified in previous literature on motivation 
using the case of low-skilled workers from Myanmar working in the Thai seafood processing 
industry in Samut Sakhon Province. This study aims to verify the universal application of 
theories of motivation and distinguish any differences that might pertain to this unique group 
of low-skilled workers. This research is based on the conceptual framework derived from the 
renowned motivational theories of Maslow, Herzberg, Hackman and Oldman, and Meyer and 
Allen. The specific aims of this study are as follows: 
1. To explore and understand the relationships among employee needs, job satisfaction, job 
characteristics, organizational commitment and the turnover rate of migrant workers 
from Myanmar in the Thai seafood processing industry.  
2. To identify those needs that are of importance to migrant workers from Myanmar in the 
Thai seafood processing industry and the level(s) of needs currently satisfied.  
3. To examine and explain job satisfaction levels and factors that contribute to job 
satisfaction for migrant workers from Myanmar in the Thai seafood processing industry.  
4. To verify the job characteristics of low-skilled migrant workers from Myanmar in the 
Thai seafood processing industry.  
5. To identify factors affecting and influencing organizational commitment and turnover 
intention on the part of migrant workers from Myanmar in the Thai seafood processing 
industry. 
6. To establish the impact of demographic characteristics on employee needs, job 
satisfaction, job characteristics, organizational commitment and turnover intention 
7. To provide insights into the management of migrant workers from Myanmar in the Thai 
seafood processing industry and recommendations on the most effective and efficient 
means of management.  
It is hoped that this dissertation will provide data useful for gaining a better understanding of 
the motivation of low-skilled workers and that it will be helpful input for further study of 
low-skilled workers, both for other industries and other countries. 
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1.4 Research Methodology 
As there are no adequate empirical data or relevant studies applicable to low-skilled 
Myanmar workers in Thailand, particularly considered from a human resource management 
perspective, it was deemed necessary to gather primary data from relevant respondents. This 
research uses both quantitative and qualitative methods as a means of data gathering. In terms 
of the quantitative aspect, a questionnaire was selected as the measurement instrument, 
whereas in-depth interviews were undertaken as the qualitative mode of research. 
Questionnaires have many advantages in that they are relatively inexpensive (saving both 
time and money), respondents have time to think about their responses, they can reach a large 
number of respondents and they are anonymous. Thus, questionnaires were deemed 
appropriate for this study. As the respondents were workers from Myanmar, the questionnaire 
was translated from English to Myanmar. Moreover, the questionnaire was also translated 
into Thai as a reference and for the interview sessions. An attempt was made to minimize the 
length of the questionnaire as far as possible. The questionnaire used in this study comprised 
a total of four pages. To ensure the quality of the questionnaire and experimental procedure, 
the fieldwork was conducted in two stages: pilot testing and final empirical data gathering. 
Figure 1.3 provides the flow chart for this study. 
1.4.1 Pilot Study 
To confirm the validity of the questionnaire and explore any possible areas for improvement, 
a pilot study was first conducted during the period from December 2013 to January 2014. 
Pilot testing is important to ensure that a questionnaire can clearly be understood by the 
respondents and that there are no problems with the wording or measurement. It is an 
important step in testing the appropriateness of the questionnaire and its comprehensibility. In 
all, 60 questionnaires were collected for the pilot study using a convenience sampling 
technique at Mahachai Market in Samut Sakhon Province, Thailand. The questionnaires were 
distributed to those visiting the market. However, only 45 questionnaires proved suitable for 
analysis. Others were either incomplete, with some parts of the questionnaire left unanswered, 
or the respondents did not follow instructions. The pilot study suggested certain linguistic 
errors and misinterpretation of the instructions. Nonetheless, the statistical analysis suggested 
a good fit to the research objectives and the feasibility and reliability of the questionnaire. 
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Therefore, some wording was amended and more explanation was given in problematic areas 
in the development of the final questionnaire for the main study.   
1.4.2 Main Empirical Study 
In all, 400 questionnaires were administered to a selected group of migrant workers from 
Myanmar in Samut Sakhon Province over a two-month period (March–April 2014). 
Fieldwork was conducted by visiting each company and handing out questionnaires to 
migrant workers individually, using a convenience sampling technique, during the lunch 
break and after work. The questionnaires were analysed using a computer-based statistical 
program to reveal any possible relationships between variables and draw conclusions.  
In addition, 12 semi-structured interviews were conducted during the same period. The 
interviewees were the President of the Thai Frozen Food Association (TFFA), the Assistant 
Marketing Manager of Chocksamut Marine Co. Ltd, and 10 Myanmar migrant workers. The 
interviews were used to help shape recommendation strategies and back up the results of the 
questionnaire.  
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Figure 1.3: Research flow chart
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1.4.3 Target Population and Sample Selection 
In this research, the target population comprised migrant workers from Myanmar employed 
in seafood processing factories in Samut Sakhon Province, Thailand. There were 126 seafood 
processing factories in the province that met the study criteria. The selected criteria were that: 
(i) the factory had to be registered with the Department of Industrial Works; (ii) it had to be a 
large company with more than 50 employees and equipment of more than 50 horse power; 
(iii) it had to have been granted an migrant quota from the Department of Labour in the year 
2013. These criteria were selected because large companies tend to employ considerable 
numbers of migrant workers and – to a certain extent – they implement motivational tools 
and have solid human resource management systems in place. In total, the employment quota 
granted these 126 factories for migrant workers from Myanmar amounted to 72,565 (obtained 
from the Department of Labour, Samut Sakorn office, 14 January 2014). Of these 126 
factories, using a simple random sampling technique, 13 factories were selected for inclusion 
in the sample (1 out of every 10 companies).  
To determine the sample size, Taro Yamane’s (1967) formula was used, as follows: 
      
where n = sample size; N = population size; e = acceptable sampling error (level of precision). 
Table 1.2: Summary of selected sample group 
Factory Name 2013 Quota Sample Size 
1. Marine Gold Products Limited 2,500 60 
2. Asian Seafoods Coldstorage Public Co.,Ltd 1,200 29 
3. Sea Royal Marine Food Product Co.,Ltd 800 19 
4. S.K.Foods (Thailand) Public Co.,Ltd 1,000 24 
5. Kongphop Frozen Foods Co.,Ltd 800 19 
6. Chocksamut Marine Co.,Ltd 1,000 24 
7. Tep Kinsho Foods Co.,Ltd 2.200 53 
8. Thai Union Frozen Products Public Co.,Ltd 300 7 
9. Kosamut Frozen Foods Co.,Ltd 400 10 
10. Thaveevong Industry Co.,Ltd 1,200 29 
11. Pataya Food Industries Ltd 1,300 32 
12. Pakfood Public Co.,Ltd 1,500 36 
13. Phathana Seafoods Co.,Ltd 2,400 58 
Total 16,600 400 
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Given an acceptable sampling error of no more than 0.05 with a total population of 72,565, 
the research sample size was calculated as 398 people. To reduce the risk of sampling error 
and to round up the number, 400 respondents were chosen as the sample for this study. Table 
1.2 shows the list of companies selected and the sample size for each factory. 
1.4.4 Questionnaire Design 
The questionnaire used in this study comprised a total of four pages. The questions used in 
this study were selected from previous studies and a review of the literature. Most of the 
questions were in the Likert-scale close-ended format, requiring respondents to choose from a 
range of predetermined responses. This is considered to be appropriate as open-ended 
questions tend to provide data that are difficult to code and there is a high possibility that 
questions will be left unanswered.  
The questionnaire was originally designed in English and later translated into Myanmar by a 
professional translator. To ensure accuracy, the questionnaire was back-translated from 
Myanmar to English by a different translator. The questions included in the questionnaire 
were carefully selected from previous literature to ensure their validity and reliability. The 
questionnaire was divided into five parts (See Appendix), each of which is detailed below. 
Part A: Basic information 
This part was designed to obtain information concerning the general background of the 
respondents including their gender, age, marital status, education, employment position, 
length of service in the current factory and total length of stay in Thailand.  
Part B: Job satisfaction, life satisfaction, organizational commitment and turnover intention  
This part aims to figure out the level of job satisfaction, life satisfaction, organizational 
commitment and turnover intention of the respondents. 
Part B contained six items measured on an ordinal scale: 5 = strongly agree, 4 = agree, 3 = 
neutral, 2 = disagree and 1 = strongly disagree. The first item measured general life 
satisfaction using a single statement: “I am very satisfied with my life as it is at the moment” 
an item that has previously been used and verified, taken from Campbell et al. (1976). The 
second item, developed by Dubinsky, Howell, Ingram, and Bellenger (1986), tested job 
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satisfaction: “Generally speaking, I am very satisfied with my job.” Items 3–5 examined 
employees’ organizational commitment, based on the Three-Component Model (TCM) 
Employee Survey developed by Meyer and Allen (1991, 1993, 1997) and Jaros’s (1997) 
study, including three dimensions: affective commitment, normative commitment and 
continuance commitment. Participants responded to the following statements: “I am a very 
happy member of this organization” (affective commitment); “It would be very hard for me 
to leave this organization right now, even if I wanted to” (continuance commitment); “I feel 
that I owe this organization quite a lot because of what it has given me” (normative 
commitment). The last item, concerning turnover intention, was included to measure 
respondents’ intention to quit their job. The statement used was: “I often think about quitting”, 
adopted from the study of Khatri, Fern, and Budhwar (2001). 
Part C: Employees’ needs 
Part C aimed to explore respondents’ needs, answering the question of whether the needs of 
the Myanmar migrant workers in this case would follow the steps suggested by Maslow’s 
hierarchy of needs. There were 10 items representing Maslow’s hierarchy of needs, two for 
each step (physiological, safety, love and belonging, self-esteem and self-actualization). The 
items for this section were obtained from a review of the literature (Dillman, 2000; Freitas & 
Leonard, 2011; Maslow, 1954, 1968; Selye & Bajiesz, 1959).  
This section contained three parts; importance of needs, satisfaction of needs, and ranking of 
needs. The first part asked respondents to rank each need in importance on a five-point Likert 
scale, with 5 as very important, 4 as important, 3 as moderately important, 2 as slightly 
important, and 1 as not at all important. The second part asked respondents about the extent 
to which their needs were being satisfied, again using a five-point Likert scale, anchored at 5 
(very satisfied) and 1 (very dissatisfied). In the final section, respondents were asked to rank 
the importance of needs using the same 10 prompts, placing 1 next to the needs that were 
most important to them, 2 for the second most important, and so on.  
Part D: Facets of job satisfaction  
The items in this part were mainly derived from the Job Satisfaction Survey (JSS) developed 
by Spector (1985). The JSS is widely accepted and is used worldwide. The items aim to 
reveal how satisfied respondents are with various aspects of their jobs. This part consisted of 
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10 items, one for each of the following facets: pay, promotion, supervision, fringe benefits, 
contingent rewards, operating procedures, co-workers, nature of work, responsibility and 
communication. Each item was rated on a five-point Likert scale ranging from 1 = strongly 
disagree to 5 = strongly agree.  
Part E: Job characteristics 
Based on the Job Diagnostic Survey (JDS; Hackman & Oldham, 1985), five items were 
selected to measure the job characteristics of Myanmar migrant workers as follows: job 
autonomy, task identity, skill variety, task significance and feedback dimensions. The 
responses were measured using a seven-point scale. 
1.4.5 Data Analysis 
In this study, the Statistical Package for Social Sciences (SPSS) version 20 for Windows and 
the AMOS program were used to process the raw data obtained from the questionnaires. The 
data analysis consisted of examining the questionnaire for correctness and completeness, 
coding and keying data into a database in SPSS and AMOS and performing the analysis.  
To analyse the data, first and foremost, an analysis of reliability (Cronbach’s α) was 
conducted for all variables. All of the items used in this study were reproduced from previous 
studies, but some items were eliminated to reduce the length of the questionnaire. Thus, it 
was appropriate to use Cronbach’s alpha coefficient to test the internal consistency of the 
questionnaire (Leech et al., 2005). The reliability coefficient can range from 0 to 1 and 
according to Aiken (2000), any value that is more than 0.60 is considered adequate for further 
analysis.  
Next, basic descriptive statistics, including frequencies, means and standard deviations, were 
computed. A correlation matrix among the variables was constructed to explore the strength 
of the relationship between two continuous variables. With this, it is possible to determine the 
direction and the strength of the relationship between two variables (Pallant, 2010). Two-
tailed independent t-tests were used to establish whether there were any significant 
differences or relationships between employee needs, job satisfaction and job characteristics 
in terms of respondents’ backgrounds. An independent t-test was employed to examine if 
there were significant differences between two groups (Leech et al., 2005). Moreover, a one-
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way analysis of variance (ANOVA) was used to test the relationship between employee 
needs, employee job satisfaction and job characteristics and organizational commitment and 
turnover intention.  
In addition, structural equation modelling (SEM) was undertaken using the AMOS program 
to test the causal relationships between the large number of variables simultaneously, 
examining all direct and indirect paths of interrelationships in an easily understood model. To 
verify the accuracy of the AMOS model before interpreting the results, confirmatory factor 
analysis (CFA) was conducted to test for model fit until a well-fitted measurement model was 
obtained.  
All the tests were repeated several times to ensure the best possible results and eliminate any 
possible errors.  
1.5 Research Contribution 
This dissertation is an attempt to expand knowledge in the field of employee motivation 
related to low-skilled workers. The results of this analysis may enhance the existing body of 
literature by contemplating areas that have not yet been observed, providing a better 
understanding of how employers can motivate and retain this unique group of low-skilled 
workers. Organizations can potentially benefit from understanding their low-skilled workers, 
increasing organizational commitment and reducing turnover rates, in turn reducing their 
human resource costs as well as increasing employee morale. 
This is considered to be the first study to examine Myanmar workers in Thailand from the 
perspective of human resource management. This dissertation open doors for researchers and 
organizations in understanding low-skilled workers in Thailand and provides guidelines for 
planning strategic approaches to manage these low-skilled workers, not only applicable to the 
seafood processing industry in Thailand, but also potentially to other labour-intensive 
industries in Thailand and further afield. 
1.6 Dissertation Outline 
In this dissertation, the findings for the tested variables are divided into four separate chapters. 
The results of this dissertation have been published in peer-reviewed journals, not only to 
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improve the credibility of the findings, but also to disseminate them in academia. The 
structure of this dissertation is outlined below.  
Chapter 2 discusses the findings related to Maslow’s (1943) hierarchy of needs, specifically 
in terms of the extent to which the hierarchy is truly universal. This chapter addresses the 
low-skilled Myanmar workers’ attitudes related to Maslow’s needs theory. It explores the 
workers’ perceptions of the importance of various needs and the extent to which they are 
satisfied that these needs are being met, together with their level of overall satisfaction with 
life. By understanding what their employees need, companies can plan motivational 
programmes that best suit their employees. This chapter is adapted with some modification 
from the following publication: 
Puangyoykeaw, K., & Nishide, Y. (2014). Needs perception, position, and contentment: 
An empirical study of Myanmar immigrant workers in Thailand. European Journal of 
Business and Social Sciences, 3 (4), 93–101. 
Figure 1.4: Chapter 2 tested variables 
 
Chapter 3: In this chapter, author attempts to reaffirm Herzberg’s (1959) two-factor theory 
and establish which of the job satisfaction factors have the greatest and least effects on low-
skilled Myanmar workers job satisfaction levels in the Thai seafood processing industry. 
Moreover, this chapter aims to establish whether or not job satisfaction and life satisfaction 
are positively correlated with each other. Job satisfaction has been shown to be an effective 
tool in measuring employees’ motivational levels. By recognizing factors that contribute to 
employee job satisfaction, organizations can concentrate on addressing those particular 
factors. When employees are satisfied with their jobs, there are benefits to the firm as 
employees will exert extra effort and increase their productivity. This chapter is an adapted 
version of a manuscript under review: 
Puangyoykeaw, K. Myanmar in Thailand: Factors influencing job satisfaction on low-
skilled worker. Asian Academy of Management  (under review) 
Employee Needs Life Satisfaction 
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Figure 1.5: Chapter 3 tested variables 
Chapter 4: In this chapter, I explore the relationship among job characteristics, job 
satisfaction, organizational commitment and turnover intention among Myanmar low-skilled 
workers in Thailand. This examines factors that might have an effect on organizational 
commitment and turnover intention. Retaining employees and improving employee 
commitment are the goals of all organizations. This chapter introduces new empirical 
findings that show a mixture of evidence in support of previous literature and contradictory 
results in the area of turnover intention. This chapter is an adapted version of the following 
publication:  
Puangyoykeaw, K. (2014). Myanmar in Thailand: An empirical study of the relationship 
among the job characteristics model, job satisfaction, organizational commitment, and 
turnover intention in low-skilled workers. Journal of Social Science Research, 6 (2), 
1017–1028. 
Figure 1.6: Chapter 4 tested variables 
 
Chapter 5: In this chapter, I introduce other variables that have an influence on organizational 
commitment and turnover intention. This chapter examines the effect of need satisfaction, 
facets of job satisfaction and life satisfaction on organizational commitment and turnover 
intention. This chapter is an adapted version of the following publication:  
Puangyoykeaw, K., & Nishide, Y. (2015). Organizational commitment and turnover 
intention in low-skilled immigrant workers in Thailand: An empirical assessment of need 
satisfaction, job satisfaction and overall life satisfaction factors. International Journal of 
Business and Management, 10 (5), 98–121. 
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Figure 1.7: Chapter 5 tested variables 
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NEEDS PERCEPTION, POSITION, 
AND CONTENTMENT 
 
1. Introduction 
Is Maslow’s hierarchy of needs truly universal? Maslow’s hierarchy of needs has been an 
issue of discussion for many decades in relation to its validity and reliability. Many 
controversies regarding the truthfulness of Maslow’s hierarchy of needs are still in question. 
Despite the hierarchy’s popularity, it is rather odd that there is little empirical evidence to 
support the model. Does it truly apply to all humans, regardless of their culture, beliefs and 
background? Ramlall (2004) suggested that needs can change over time and place, depending 
on the current and desired economic, political and social status, as well as other factors. This 
paper attempts to verify whether or not employees’ needs in the case of migrant workers from 
Myanmar in Thailand follow the pattern that Maslow suggested. 
Thailand, with its rapid economic development, has experienced changes in its economic 
structure and internal labour market. Just like many other developing countries, and most 
developed countries, it is now facing a low-skilled labour shortage, especially in labour-
intensive industries. More and more entrepreneurs are starting to employ migrant workers.  
The main reasons are the scarcity of local Thai workers joining the industry, the lower cost of 
employing migrant workers and the diligence of migrant workers (Manoonkittikorn et al, 
2010). It is always in the interest of companies to seek out cheap labour to reduce their costs; 
therefore, the presence of migrant workers to fulfill jobs that are neglected by locals is not 
surprising. Because of its close proximity, Myanmar is a main source of migrants coming to 
Thailand. It is estimated that more than 2.3 million migrant workers from Myanmar are now 
residing in Thailand, mainly employed in low-skilled occupations, especially the fishery and 
fishery-related industries. Thailand Development Research Institute (2007) found that the 
industries are heavily dependent on migrants as their main source of workforce. Interestingly, 
studies on how to manage low-skilled migrant workers are rather limited and scarce, not only 
in Thailand but also around the world. A small number of studies on Maslow’s model have 
been conducted on low-skilled workers. With low-skilled migrant workers’ limited skill and 
competency, wage increases as well as promotion opportunities are rare.  
 2 
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The aim of this paper is to determine whether or not Maslow’s hierarchy of needs applies to 
migrant workers from Myanmar in Thailand. Exploring the needs of migrant workers 
provides useful insights for managers and business owners in tailoring effective motivation 
programmes that are most desired by low-skilled workers. Dickson (1973) found that 
employees are not solely motivated by money and that employees’ behaviour is linked to 
their attitudes. By understanding what employees need, their need satisfaction can be 
improved, and need satisfaction can drive the work attitude of employees to achieve their 
goals (Rajasekhar & Vijayasree, 2012). A successful motivation programme can improve the 
levels of productivity and employee satisfaction and ultimately reduce the turnover. As 
suggested by Todes et al (1977), the success or failure of motivation rests not only on the 
technique itself but also on the management’s ability to match people’s needs with 
appropriate rewards. 
 
2. Literature Review 
Maslow first introduced his famous hierarchy of needs in 1954. According to Maslow, there 
are five fundamental steps, and unless these needs are met, a person cannot progress to 
achieve a higher level (Freitas & Leonard, 2011; Hamel et al, 2003). The five needs are 
physiologic needs, safety and security needs, love and belonging needs, self-esteem needs 
and self-actualization needs. The hierarchy starts from the basic survival needs, such as food, 
shelter and air, to more social development needs, whereby persons start to be concerned not 
only about themselves but also about giving back to the community. Maslow’s needs can be 
classified into physical and psychosocial needs. The physical needs include physiologic and 
safety and security needs, while the psychosocial needs include love and belonging, self-
esteem and self-actualization (Maslow, 1954, 1968). 
An individual will be motivated by a need until it is satisfied. More than one need could be 
motivators at a given point in time until those needs are fulfilled (Betz, 1984) but the 
strongest motivator remains the lowest unsatisfied need (Aworemi et al, 2011). Maslow 
(1968) suggested that a negative correlation exists between need importance and need 
fulfilment. Needs that are fulfilled will fade in importance, activating higher-level needs. 
Maslow further suggested that a positive relationship exists between life satisfaction and need 
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fulfilment. Individuals whose needs are all gratified will enjoy life more than those whose 
needs are not.  
 
3. Research Purpose 
The purpose of this paper is to explore the perception of need importance and need 
satisfaction of migrant workers from Myanmar in Thailand. In addition, the study seeks to 
describe the ranked importance of Maslow’s needs perceived by low-skilled workers. The 
aim is to investigate further the validity of Maslow’s hierarchy of needs by ultimately 
answering the question “Are needs universal and fulfilled in the order predicted by Maslow’s 
(1954) motivation theory?”   
In the light of the above-mentioned literature, the following hypotheses were framed for the 
investigation of this research: 
 (1) Need importance is negatively correlated with need satisfaction; and 
 (2) Need satisfaction is positively correlated with life satisfaction. 
This paper hopes to shed light on and improve the understanding of low-skilled workers’ 
needs and anticipates that the result may be of use in shaping effective motivational 
programmes. 
 
4. Methodology 
The method followed to obtain data from the respondents was to conduct a fieldwork 
questionnaire. The questionnaire was translated into the Myanmar language. The target 
population for this study included all Myanmar migrant workers at 13 randomly selected 
seafood-processing companies in Samut Sakhon province. A total of 400 questionnaires were 
obtained using an easy random sampling technique. 
The questions used in this questionnaire were selected from previous studies and through an 
extensive review of the literature. The questionnaire consisted of five sections. First, the basic 
demographic information of the respondents was collected, including their gender, age, 
marital status, education level, employment position, length of service in the factory and total 
length of stay in Thailand. Second, the questionnaire explored the respondents’ level of life 
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satisfaction. A five-point Likert scale was used, ranking from 5 (strongly agree) to 1 (strongly 
disagree). This was ascertained by using a single statement: “I am very satisfied with my life 
as it is at the moment”. This question, developed by Campbell et al (1976), has been proven 
and justified to be an adequate question to ask to determine an individual’s life satisfaction. 
Third was the need importance section. This section asked how important each need was to 
the respondent. Based on the past literatures and pilot study suggestion, ten items 
representing Maslow’s hierarchy of needs – two questions for each step – were selected 
(Table 2.1). A Likert scale, with 5 as very important and 1 as not at all important, was used. 
The fourth section asked about the level of need satisfaction. The same 10 items and a Likert 
scale ranging from 5 (very satisfied) to 1 (very dissatisfied) were used. Last was the need 
ranking section. This section asked the respondents to rank those 10 items (1–10) by 
allocating 1 to the most important need and 10 to the least important need.  
Table 2.1: Importance and satisfaction of need items 
1. The ability to provide food, clothing and shelter for you and your significant others 
2. The opportunity to be financially independent 
3. The ability to ensure a safe home environment for you and your significant others 
4. The opportunity to be in a safe working environment 
5. The ability to feel loved by your significant others 
6. The opportunity to feel part of a team/group/society 
7. The ability to achieve a sense of accomplishment 
8. The opportunity to achieve personal satisfaction 
9. The opportunity to contribute to society 
10. The capacity to inspire members of society 
Source: Dillman (2000); Freitas and Leonard (2011); Maslow (1954) 
 
5. Results  
5.1 Descriptive Analysis 
The measure of need importance and need satisfaction reveals good internal consistency, with 
Cronbach alpha reliability coefficients of .82 and .73, respectively. Out of 400 respondents, 
61.75% are male and 38.25% are female. Regarding age, 82% of the respondents are between 
20 and 35 years old. A total of 44.75% are single, followed by those who are married with 
children and married without children, with 27.75% and 24.75%, respectively. The majority 
are part-time workers, 78.25%, who are paid only when they show up for work. Great 
numbers of respondents have literacy skills, with only 7.5% being illiterate. More than 30% 
of the respondents have worked for around 2–3 years in their current factory and their total 
length of stay in Thailand is around the same time frame.  The summary of sample 
characteristics of respondents is demonstrated in Table 2.2. 
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When asking about the respondents’ life satisfaction as it is at the moment, the average mean 
of 3.46 was obtained, which lies between neutral and satisfaction. Most of the needs were 
also selected as moderately important (3 on the scale) and the respondents feel neutral in 
meeting those needs (3 on the scale). Further analyses show no significant difference in 
means for the respondents’ life satisfaction among any of the demographic data.  
One of the objectives of this paper is to discover the ranking of needs perceived by Myanmar 
workers in Thailand. Table 2.3, showing the needs’ ranking, suggests that the pattern of 
needs of low-skilled Myanmar workers in Thailand follows those of Maslow’s hierarchy.  
Table 2.3: Needs’ ranking 
Needs Mean SD Rank Needs Mean SD Rank 
1 The ability to provide 
food, clothing and 
shelter 
1.99 1.55 1 6 The opportunity to feel 
part of a team/group/ 
society 
6.48 1.38 7 
2 The opportunity to be 
financially independent 
2.14 1.15 2 7 The ability to achieve a 
sense of accomplishment 
6.39 1.64 6 
3 The ability to ensure a 
safe home environment 
4.01 1.58 4 8 The opportunity to 
achieve personal 
satisfaction 
7.05 1.64 8 
4 The opportunity to be 
in a safe working 
environment 
3.62 1.74 3 9 The opportunity to 
contribute to society 
8.81 1.07 9 
5 The ability to feel 
loved 
5.15 1.5 5 ! The capacity to inspire 
members of society 
9.37 1.72 10 
 
Table 2.2: Sample characteristics 
Variables % Variables % 
N = 400  N = 400  
Gender  Education  
     Male 61.75      Did not attend school 7.50 
     Female 38.25      Primary education 20.75 
Age       Middle school 57.25 
     Less than 20 years old 6.00      High school 12.25 
     20–25 years old 26.75      Bachelor degree 2.25 
     26–30 years old 35.25 Length of service in the factory  
     31–35 years old 21.00      Less than a year 8.75 
     36–40 years old 8.23      1–2 years 26.25 
     41–45 years old 0.75      2–3 years 37.00 
     46–50 years old 2.00      3–5 years 17.5 
     More than 50 years old 0.00      5–10 years 9.50 
Marital Status       More than 10 years 1.00 
     Single 44.75 Length of stay in Thailand  
     Married with children 27.75      Less than a year 4.25 
     Married without children 24.75      1–2 years 16.50 
     Divorced 2.75      2–3 years 3300 
Position       3–5 years 18.50 
     Full-time 21.75      5–10 years 23.50 
     Part-time (daily employment) 78.25      More than 10 years 4.25 
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The physiologic needs come first, followed by safety and security needs, love and belonging 
needs, self-esteem needs and self-actualization needs. One exception is “The ability to 
achieve a sense of accomplishment”, a need on level 4 of the hierarchy, which comes before 
“The opportunity to feel part of a team/group/society”, a need on level 3, for this research 
sample group. This may due to the nature of the work carried out by migrant workers, which 
does not require teamwork to finish the job.  
5.2 Correlations among Variables 
There were no significant or strong relationships between life satisfaction, need importance 
and need satisfaction for any of the demographic data. To investigate the relationship among 
variables further, a correlation matrix was computed, as presented in Table 2.4.  
Table 2.4: Correlation between life satisfaction, need importance and need satisfaction 
Need Satisfaction  Life 
Satisf
action 1 2 3 4 5 6 7 8 9 ! 
Life Satisfaction 1.00 .220
*
* 
.263*
* 
.203*
* 
.165*
* 
.060 .042 .146*
* 
.159*
* 
.178*
* 
.001 
1 The ability to 
provide food, clothing 
and shelter 
.297** .215*
* 
.333*
* 
.242*
* 
.203*
* 
.069 .094 .161*
* 
.113* .154*
* 
.073 
2 The opportunity to 
be financially 
independent 
.162** .071 .218*
* 
.202*
* 
.115* .082 .076 .126* .105* .092 .050 
3 The ability to ensure 
a safe home 
environment  
.143** .071 .221*
* 
.193*
* 
.139*
* 
.201*
* 
.171*
* 
.194*
* 
.159*
* 
.156*
* 
.089 
4 The opportunity to 
be in a safe working 
environment 
.131** .001 .115* .192*
* 
.187*
* 
.129*
* 
.193*
* 
.159*
* 
.104* .098* .053 
5 The ability to feel 
loved 
.014 -
.116* 
.087 .115* .122* .144*
* 
.177*
* 
.103* .090 .036 .079 
6 The opportunity to 
feel part of a 
team/group/society 
.024 -.001 .136*
* 
.201*
* 
.079 .142*
* 
.239*
* 
.127* .152*
* 
.245*
* 
.182*
* 
7 The ability to 
achieve a sense of 
accomplishment 
.146** .128* .161*
* 
.180*
* 
.225*
* 
.118* .189*
* 
.234*
* 
.207*
* 
.244*
* 
.184*
* 
8 The opportunity to 
achieve personal 
satisfaction 
.150** .048 .205*
* 
.227*
* 
.230*
* 
.140*
* 
.114* .204*
* 
.268*
* 
.268*
* 
.301*
* 
9 The opportunity to 
contribute to society 
.171** .068 .160*
* 
.190*
* 
.121* .188*
* 
.192*
* 
.215*
* 
.260*
* 
.281*
* 
.283*
* 
N
ee
d 
Im
po
rt
an
ce
 
! The capacity to 
inspire members of 
society 
.030 -.077 .086 .213*
* 
.070 .183*
* 
.261*
* 
.171*
* 
.180*
* 
.234*
* 
.299*
* 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
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The correlation matrix (table 2.4) demonstrated a significant positive relationship between 
need importance and need satisfaction, all showing positive results except for three negative 
values: -.001, -.116 and -.077. The negative values are very close to 0 and thus can be 
concluded as none or very weak in significance. Nonetheless, according to Cohen’s (1988) 
guidelines, the strength of the relationship in correlation matrix is weak (less than .3) and 
where the correlation is less than .2, it can be regarded as trivial and hold no significant 
relationship. With the aforementioned strength indicator, hypothesis (1) is rejected. Need 
importance and need satisfaction do not reveal significant relationship in the case of 
Myanmar workers in Thailand. 
The Pearson correlation coefficient between life satisfaction and need satisfaction revealed 
that all the positive relationships varied from 0.001 to 0.263. The strength is, however, quite 
weak (less than .3). Multiple regression between the two suggested a correlation coefficient 
(R) of .35 (F (10,389) =5.584, p < .01), accounting for 12.6% of the total variance. All the 
correlations were significant at the 0.01 confidence level, except for need satisfaction item 
nos. 5, 6 and 10. Therefore, need satisfaction is positively related to overall life satisfaction. 
Hypothesis (2) is accepted. 
5.3 Differences between Variables 
The parametric analysis shows no significant difference in need importance and need 
satisfaction among gender, employment position and marital status. However, when 
comparing the means of need importance and need satisfaction among other demographic 
data – age, education, length of service in the factory and length of stay in Thailand – the 
analysis yields very interesting results. 
A t-test and one-way ANOVA were conducted to explore the impact of age, education, length 
of service in the factory and length of stay in Thailand on need importance and need 
satisfaction. There was a statistically significant difference at the p < 0.05 level for need 
importance items 2, 3 and 7 for the age groups (p = 0.001, 0.00 and 0.018, respectively), with 
a moderate effect size (eta squared = 0.06, 0.06 and 0.04). The post hoc comparisons using 
the Tukey HSD test indicated that the mean score of the age group 36–40 is significantly 
different from that of the other age groups. For need satisfaction, item no. 9 yielded 
significantly different means among age groups: F (6, 393) = 5.271, p = 0.00, eta squared = 
0.07. The satisfaction of people aged 20–25 with the opportunity to contribute to society is 
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significantly different from that of people aged 26–30 and 31–35. There is a difference in 
need satisfaction item no. 3 for those holding different educational backgrounds: F (4, 395) = 
4.735, p = 0.001, eta squared = 0.05. The post hoc comparisons showed that those who did 
not attend school are more satisfied with their ability to ensure a safe home environment than 
those who obtained middle and high school degrees. 
Need importance item no. 5, the ability to feel loved by your significant others, is the only 
item that showed a significant difference when comparing the migrants’ length of service in 
the current factory. Those who had spent 3–5 years in their current factory found item no. 5 
to be less important to them than the 1–2 and 2–3 years groups: F (5, 394) = 3.902, p = 0.002, 
eta squared = 0.05. A similar result can be seen in the total length of migrants’ stay in 
Thailand. There was a statistically significant difference at the p <0.05 level for need 
importance item no. 5 (F (5, 394) = 2.98, p = 0.012), with a moderate effect size (eta squared 
= 0.04). The pair that showed a significant difference was those spending less than a year in 
Thailand and those spending more than 10 years.  
N.B: The data show a significant difference with effect size; an eta squared less than 0.04 is considered to be significantly 
too small. As a result, the author did not mention such a difference in this paper. 
 
6. Conclusion and Discussion 
Low-skilled migrants are a main source of workers for labour-intensive industries in Thailand. 
Their presence in many industries is undeniable, especially in the seafood-processing sector. 
Ignorance in understanding low-skilled migrants’ needs has been shown in the small number 
of studies and/or journals on this particular topic. Employee motivation techniques tend to 
focus more on skilled labour. However, motivating low-skilled workers can be beneficial to 
the firm as happy individuals tend to stay longer and thus accumulate experience and increase 
productivity. This paper attempts to verify the validity of Maslow’s hierarchy of needs theory 
regarding whether or not low-skilled workers’ needs follow such steps and which variables 
could affect the differences. 
The finding of this study gives some strong support to Maslow’s proposals regarding the 
order of needs in a needs hierarchy. The hierarchy of Myanmar low-skilled migrant workers 
is very close to Maslow’s anticipated order of needs, with physiologic needs being the lowest 
and self-actualization being the highest. However, there is a notable departure in that the need 
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for self-accomplishment was ranked higher than the need to be part of a team/group/society. 
This could be explained by the migrants’ nature of work, which is mostly individual-based 
with a pay-for-performance payment system. Therefore, after providing the basic needs, e.g. 
money for food and clothes and a safe home and working environment, employers should 
recognize individual achievement, e.g. by implementing an employee of the month 
programme or by providing extra benefits after achieving goals, before emphasizing team-
building.   
The result shows that there is a positive significant relationship between life satisfaction and 
need satisfaction. Migrants whose needs are satisfied tend to be more satisfied with their 
overall life as well. However, in contradicting with the past literatures, need satisfaction did 
not demonstrate negative relationship to need importance in this empirical study. According 
to Maslow’s, needs that are fulfilled will fade in importance, activating higher-level needs. 
This does not seem to be the case for this study. Need satisfaction and need important shows 
an inconclusive result on there relationship. There exists a weak positive relationship between 
the two; however, giving low significant correlation strength, we conclude there is no 
significant relationship exists between the two variables. Further study on exploring needs 
satisfaction and perception in low-skilled workers is needed in order to reveal better 
understanding and more concrete results.   
The needs of migrant labourers, in this study, are not affected by differences in gender, 
employment position and marital status. Age, education level, length of service in the factory 
and total length of stay in Thailand do, however, influence differently how migrants perceive 
their needs. From the analysis, respondents aged 36–40 see physiologic needs, safety needs 
and self-esteem needs as less important than the other age groups. The reason behind this 
particular age group’s difference is beyond the scope of this study. However, it presents a 
very interesting topic for future research. The study found that members of the younger age 
group, 20–25, are not as satisfied with their chance to contribute to society compared with 
older individuals, aged 26–35 years. From this we can see that younger people are more 
interested in and love to participate more in social work and by providing this one can help 
boost their satisfaction. Regarding the education level, those who did not attend school feel 
more satisfied with their ability to provide a safe home environment for themselves and their 
significant others compared with those with middle school and high school degrees. With a 
degree comes greater expectation. Those who have served in their current factory for 3–5 
years feel that love is not as important as those who have just joined the company. The result 
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of the importance of love is later strengthened by respondents who have stayed for more than 
10 years in Thailand, who reported that love is less important than those who have stayed in 
Thailand for less than a year. The reason behind this result could be that the longer migrants 
stay away from their hometown and their family, the less they see the ability to feel loved by 
that significant other as important. 
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FACTORS INFLUENCING JOB 
SATISFACTION IN LOW-SKILLED 
WORKERS 
 
1. Introduction 
The notion of understanding employees’ basic needs, motivational factors, and other job-
related issues has come to play an important role in shaping organizations’ strategy. With 
today’s intense business competition, human capital has become one of the most valuable 
assets of firms. Organizations that can utilize their human capital to the greatest extent will 
gain an advantage over their competitors. There is no question that the role that human capital 
plays in organizations and their performance is critical. One measureable indicator of the 
effectiveness of a motivational programme is the employee satisfaction level. According to 
Ahmadi and Keshavarzi (2012), job satisfaction is considered as the basic and effective factor 
of organizational behaviour. Job satisfaction can influence workers’ behaviours. When 
employees are happy and satisfied with their job, they tend to act constructively. Gregory 
(2011) suggested that employee contentedness is directly related to a lower turnover rate and 
that happiness in the workplace can lead to higher levels of productivity. Satisfied employees 
will help boost the organization’s performance, increase productivity and help avoid 
unnecessary expenses and turnover. Many studies have found evidence supporting these 
claims (Shikdar & Das, 2003). Furthermore, as found in the report by the European 
Foundation for the Improvement of Living and Working Conditions (2007), the more 
satisfied employees are, the more they are likely to be profitable to the organization, as low 
turnover and higher productivity are ensured. Therefore, increasing employee satisfaction 
should be the goal for every organization. Employees’ job satisfaction can be the result of 
many aspects of their work. Therefore, in order to identify and understand the effective 
motivational tools for employees, it is necessary to understand all the aspects of jobs that 
have an effect on employees’ satisfaction level.   
A well-known motivation theory and accepted approach to job satisfaction is Herzberg’s two-
factor theory. This theory is famous for defining the aspects of jobs that influence workers’ 
satisfaction level. Despite the theory’s popularity, it has generated a great amount of criticism 
and controversy as well as attracting attention. The two-factor theory is still only a theory that 
 3 
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remains to be proven (Khalid, 2013). Numerous researchers have attempted to verify the 
validity of the theory; still, a concrete conclusion remains in question. Human behaviour is 
hard to predict and often varies according to the time and situation.  
Based on literature review, empirical studies on low-skilled employees’ satisfaction are 
scarce. It is surprising how little is known about low-skilled workers’ behaviour. The 
majority of motivational studies focus on the skilled and highly skilled labour force. Low-
skilled employees are inevitably an important asset for labour-intensive industries. Managing 
a low-skilled labour force is a challenging task for managers because of low-skilled workers’ 
limited skill and competency; therefore, wage increases as well as promotion opportunities 
are rare (Puangyoykeaw & Nishide, 2014). There are fewer tools and strategies that can be 
implemented for low-skilled workers. The majority of the low-skilled workers in developed 
countries, and many developing countries, are migrant labourers. In the case of Thailand, a 
developing country in Southeast Asia, the majority of the 3D jobs – dirty, dangerous, and 
demeaning – are occupied by migrant workers from neighbouring countries: mainly 
Myanmar. In the labour-intensive industries, especially the fishery industry, almost 90% of 
the workers are migrants. The presence of migrant workers is essential to these industries. 
With the ignorance in understanding these workers, organizations are losing the opportunity 
to maintain and attract employees and to increase their productivity.   
This paper aims to explore the factors contributing to the job satisfaction of Myanmar 
migrant workers in Thailand and to report any differences in job satisfaction among 
respondents regarding gender, age, educational background, status, length of service in the 
factory, and length of service in Thailand. Clearly, research focusing on migrant workers is 
rather sparse. This study is anticipated to contribute to broadening the knowledge and 
addressing the literature gap regarding motivational tools for low-skilled migrant workers as 
well as reaffirming the correctness of Herzberg’s theory.  
 
2. Literature Review 
2.1 Herzberg’s Two-Factor Theory 
One of the most widely known and accepted theories in evaluating job satisfaction as well as 
anticipating worker behaviour is Herzberg’s two-factor theory, also known as the motivator–
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hygiene theory (1991, 1996). The theory categorizes needs into two different sets – the 
motivator and hygiene factors. According to Herzberg, different work aspects and work 
situations can be the result of employees’ satisfaction or dissatisfaction (Wright, 1989). 
Herzberg suggested that the factors that create job motivation and job satisfaction are 
completely different and distinguishable from those related to job dissatisfaction (Ahmadi & 
Keshavarzi, 2012). The factors that cause job satisfaction are called motivator factors, while 
those that cause job dissatisfaction are called hygiene factors. Baron and Greenberg (1990) 
suggested that Herzberg’s theory is a necessary framework for understanding job satisfaction 
because it is a proper framework describing the conditions and factors that people find 
satisfying and dissatisfying.  
The motivator factors, intrinsic job content factors, are factors of job aspects that are related 
to the work itself. Examples of motivator factors are recognition, achievement, responsibility, 
advancement, and the work itself. These factors, according to Herzberg, work as motivators 
when employees are satisfied; however, when the motivator factors are missing, they do not 
cause dissatisfaction, simply an absence of satisfaction (Herzberg, 1971; Herzberg, Mausner, 
& Bloch Snyderman, 2005).  
The hygiene factors, extrinsic non-job-related factors, concern the conditions that surround 
the job. The factors include, for example, reward systems, fringe benefits, interpersonal 
relations between supervisors and co-workers, and surrounding operating conditions. 
According to Herzberg, these factors can cause dissatisfaction when employees are not 
satisfied; however, when satisfied, these factors do not motivate or cause satisfaction; they 
only prevent dissatisfaction (Herzberg, 1971; Herzberg, Mausner, & Bloch Snyderman, 
2005). Therefore, we can see that job satisfaction is multidimensional and subject to the 
influence of the organization’s human resources strategies (Cranny, Smith, & Stone, 1992; 
Spector, 1997). 
Nonetheless, Herzberg’s two-factor theory has attracted many critics and questions regarding 
the theory’s validity. The main criticism of Herzberg’s theory has been put forward 
concerning the distinction between motivator and hygiene factors (Lundberg, Gudmundson, 
& Anderson, 2009). Herzberg suggested that the motivator factors are the only way to 
increase work motivation; however, Pinder (1998) claimed that hygiene factors may act as 
motivators as well. Moreover, the theory has been criticized for not taking individual 
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differences in needs and values into account (Parsons & Broadbridge, 2006) or considering 
individual variations like gender, culture, and age (Furnham, Forde, & Ferrari, 1999). 
2.2 Job Satisfaction and Individual Differences 
Many studies have suggested that demographic variation has a major role in influencing the 
level of employee job satisfaction (Crossman & Harris, 2006; Kaiser, 2002; Klecker, 1997). 
Past research has produced much evidence suggesting demographic differences’ effect on job 
satisfaction. Some studies have suggested that women tend to express higher levels of work 
satisfaction than men (Agassi, 1982; Clark, 1997; Donohue & Heywood, 2004; Singhapakdi 
et al., 2013), while others have suggested that men have higher job satisfaction than women 
(Crossman & Harris, 2006). Furthermore, some studies have even found that gender has no 
effect on job satisfaction at all (Mabekoje, 2009; McCann, 2002). In addition to the gender 
factor, Ahmadi and Keshavarzi (2012) and Bowen and Radhakrishna (1991) found no 
relationship between job satisfaction and academic degrees. Their past studies show no 
concrete results in solidly defining the demographic influential factors affecting job 
satisfaction. Job satisfaction tends to vary and no specific conclusion can yet be drawn; hence, 
a space is left for further study.  
2.3 Job Satisfaction and Life Satisfaction 
Coster (1992), Judge and Watanabe (1994), and Rain, Lane, and Steiner (1991) found that 
job satisfaction is connected to life satisfaction, whereby people who are satisfied with their 
jobs will tend to be happy with their lives as well, and vice versa. A growing number of 
studies have been conducted to test the relationship between work and job satisfaction and 
have revealed a positive relationship between the two (Ahuja, Chudoba, George, Kaemar, & 
Harrison, 2002). As stated by Saari and Judge (2004), ‘since a job is a significant part of 
one’s life, the relationship between job satisfaction and life satisfaction makes sense’. 
 
3. Research Purpose 
The aim of this study is to address the issue of how low-skilled Myanmar migrant workers in 
Thailand could be motivated in their work. This aim will be achieved through the following 
objectives: 
  38 
 (1) To explore and identify the basic motivating factors that affect the job satisfaction 
level of Myanmar migrant workers in Thailand by testing a context-adapted version of 
Herzberg’s two-factor theory of work motivation. To achieve this goal, this paper has the 
following question in mind: ‘Which motivational factors have the largest and which one has 
the smallest effect on job satisfaction in the case of Myanmar migrant workers in Thailand?’; 
 (2) To investigate whether employees’ motivational factors differ or agree as 
differentiated by demographic factors such as gender, age, marital status, education level, 
employment position, length of service in the factory, and total length of stay in Thailand; 
and 
 (3) To verify whether job satisfaction is positively correlated with life satisfaction in 
the case of Myanmar migrant workers in Thailand.  
Through understanding the factors influencing the level of job satisfaction, entrepreneurs and 
society can attempt to create a favourable and challenging job situation that can satisfy this 
unique group of migrant workers more effectively and efficiently. Managers need to 
understand and apply motivational concepts and practices to encourage their employees to 
devote the maximum amount of effort to their jobs. This study aims to enhance the existing 
body of literature by contemplating the areas of the literature that have not yet been examined 
or considered and incorporating these factors into the current study by using an empirical 
sample case of Myanmar migrant workers in Thailand. 
 
4. Methodology 
4.1 Sample 
The sample of this study was the same group of Myanmar migrant workers introduced in 
chapter 2. The population of this study consists of Myanmar migrants working for seafood-
processing factories in Samut Sakhon Province, or so-called Thailand Little Myanmar Town, 
a home to Thailand’s seafood industry. According to Samut Sakhon province’s office 
workers department, there were 72,565 registered migrant workers working for 126 migrant-
quota-granted seafood-processing factories at the end of the year 2013. Using Taro Yamane’s 
(1967) formula to determine the sample size of this study, at the 95% confidence level, at 
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least 398 samples should be collected to reveal favourable results representing the whole 
population.  
This study used the easy random sampling technique to collect a total of 400 questionnaires 
from Myanmar migrant workers from 13 randomly selected seafood-processing factories in 
Samutsakhon province.  
4.2 Questionnaire Instrument 
The questionnaire was translated from English into the Myanmar language. The questions 
asked in this questionnaire were carefully selected from the previous literature. The questions 
for this study can be divided into three separate sections. 
Section one asked for respondents’ basic demographic information, including gender, age, 
marital status, education, employment position, length of service in the factory, and total 
length of stay in Thailand. This was in order to test any demographic variables in the 
respondents’ answers.  
Section two contained two questions about the life satisfaction and job satisfaction level of 
the respondents. Both questions were measured on a five-point Likert scale: 5 as strongly 
agree, 4 as agree, 3 as so-so, 2 as disagree, and 1 as strongly disagree. The first question 
measured respondents’ general life satisfaction using a single statement: ‘I am very satisfied 
with my life as it is at the moment.’ This question was developed by Campbell et al. (1976) at 
the University of Michigan Survey Research Center. Its validity has been tested and it can be 
used as an adequate question to ascertain life satisfaction. Regarding job satisfaction, one 
statement was also used: ‘Generally speaking, I am very satisfied with my job.’ This question 
was developed by Dubinsky, Howell, Ingram, and Bellenger (1986) to measure employees’ 
degree of satisfaction with their job.  
The third section inquired into respondents’ satisfaction with different job aspects. The 
questions in this part were mainly derived from the Job Satisfaction Survey (JSS) developed 
by Spector (1985, 1996). The Job Satisfaction Scale (JSS) has been widely used and is 
accepted worldwide (Hassan, Hassan, & Mabekoje, 2008; Mabekoje, 2009). The questions 
try to reveal how satisfied the respondents are with various job dimensions. This part 
consisted of 10 questions, each representing one job facet. The hygiene factors include pay, 
fringe benefits, supervision, co-workers, and operating conditions. The motivator factors 
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include promotion, recognition, nature of work, responsibility, and communication. The 
statements used for each facet can be found in Table 3.1. Each question is rated on a five-
point Likert scale with 5 as strongly agree, 4 as agree, 3 as so-so, 2 as disagree, and 1 as 
strongly disagree. 
Table 3.1: Summary table of statements 
Theoretical 
Dimensions 
Constructs Statements Used 
Hygiene Factors Pay I feel I am being paid a fair amount for the work I do. 
 Fringe Benefits I am satisfied with the benefits I receive. 
 Supervision My supervisor is quite competent in doing his/her job. 
 Co-workers I like the people I work with. 
 Operating Conditions I believe there is a safe working environment at my workplace. 
Motivator Factors Promotion Those who do well on the job stand a fair chance of being 
promoted. 
 Recognition I feel my efforts are rewarded in the way they should be. 
 Nature of Work I understand exactly what I am supposed to do. 
 Responsibility I always finish my work successfully. 
 Communication Work assignments are fully explained and easy to understand. 
 
4.3 Data Analysis 
The alpha coefficients and Pearson correlations were calculated to test the internal 
consistency reliability of the research questionnaire. To test the hypotheses of finding 
relationships among Herzberg’s factors, structural equation modelling (SEM) was performed. 
The use of SEM was suitable for this study because we could create motivator factors and 
hygiene factors as the latent variables that need to be anchored in measuring manifest 
variables to test for statistical significance. The AMOS program was used for this analysis.  
The 10 factors were used as independent variables and job satisfaction as the dependent 
variable. To assess the validity of our measurement model, the goodness of fit was measured. 
Obtaining a well-fitting measurement model is essential before interpreting the causal paths 
of the structural model. To test for the differences among demographic variations, a T-test 
and one-way ANOVA analysis were conducted. The T-test is used for comparing two groups 
of variables, while ANOVA is used when comparing groups with more than two variables. 
The post hoc comparison was used after the groups’ differences had been revealed, to 
determine which pairs of variables differed significantly from each other. Lastly, to test the 
hypothesis concerning whether or not life satisfaction and job satisfaction are correlated with 
each other or not, the Pearson correlation was calculated. The conceptual framework for this 
study can be summarized and illustrated as shown in Figure 3.1.  
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Figure 3.1: Chapter 3 Conceptual Framework 
 
5. Results  
The alpha reliabilities were calculated for the whole questionnaire, containing life satisfaction, 
job satisfaction, and job dimension factors. The Cronbach’s alpha reliability coefficients 
revealed good internal consistency of .784. 
The sample consists of 247 male and 153 female migrant workers. The majority of the 
respondents are aged between 20 and 25, 26 and 30, and 31 and 35 years: 26.75%, 35.25%, 
and 21.00%, respectively. The majority of the respondents are part-time employees (78.25%) 
and are literate (92.5%), and they have mostly been working in their current factory and 
living in Thailand for around two to three years. 
The findings suggest that the respondents moderately agree to agree with the statements 
regarding their satisfaction with their life (x̅ = 3.46, SD = .797) and their job (x̅ = 3.32, SD 
= .845). Moreover, the study demonstrates that Myanmar migrant workers in Thailand 
working in the seafood-processing industry feel most satisfaction with the pay, promotion, 
and responsibility factors, but least satisfaction with the fringe benefits, operating conditions, 
and recognition dimensions (see Table 3.2).  
 
Motivator 
Factors 
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Table 3.2: Descriptive statistics of the job motivational factors (n=400) 
Motivational Factors Mean Std Deviation 
Pay  3.36 .759 
Promotion 3.27 .836 
Supervision 3.20 .751 
Fringe Benefits 3.12 .774 
Recognition 3.15 .803 
Operating Conditions 3.12 .720 
Co-workers 3.16 .759 
Nature of Work 3.19 .683 
Responsibility 3.24 .762 
Communication 3.22 .683 
 
5.1 Measurement of SEM 
Measuring the Model Fit  
The first structural model, with 10 job factors as independent variables, shows a χ² value of 
263.9 with 42 degrees of freedom, returning a probability value of .000. The model shows a 
Root Mean Square Error of Approximation (RMSEA) of .115. With this result, we reject the 
null hypothesis and the measurement model does not fit well according to the descriptive 
measures of fit.  
In order to improve the model fit, two variables were deleted from the model, namely the 
nature of work and operating conditions variables. These two were found to have little to no 
impact on the manifest variables. The model fit result for the new model yields better 
findings with a χ² value of 97.2 with 25 degrees of freedom, returning a probability value 
of .000. Given the scale of our sample sizes, 400 samples, it is rather rare to obtain a p-value 
that is statistically significant. Moreover, the new model presents values of CMIN = 3.88, 
GFI = .950, and RMSEA = .085. According to Browne and Cudeck (1993), RMSEA values 
of 0.08 or less indicate acceptable fits. Therefore, with these acceptable results, the new 
model, with eight job factors as independent variables, was used for further analysis.   
SEM Finding  
Figure 3.2 demonstrates the results of our SEM finding. The results of the structural model 
did not support those of Herzberg’s two-factor theory. Both motivator factors and hygiene 
factors seem to be non-significant for the job satisfaction of Myanmar migrant workers in 
Thailand, meaning that both latent variables can be de-motivators when not satisfied. 
  43 
Promotion and recognition have a moderate loading on the motivator factors (t = .52 and .50, 
respectively), while the same applies to pay and fringe benefits on the hygiene factors (t = .66 
and .57, respectively). These four factors have a moderate effect on employees’ job 
satisfaction according to AMOS. 
Figure 3.2: Path diagram for structural model 
 
A similar result was obtained using the SPSS analysis program. The multiple linear 
regression suggested an R square of .370 for the eight job factors as independent variables 
and job satisfaction as the dependent variable. Three factors were statistically significant: pay 
(beta = .129, p =.028), fringe benefits (beta = .145, p =.011), and recognition (beta = .143, p 
=.009). 
5.2 Measuring the Differences among Demographic Variations 
A T-test and one-way ANOVA were conducted to explore the differences in the respondents’ 
demographic variation – gender, age, education level, employment position, length of service 
in the current factory, and total length of stay in Thailand – for the 10 job facets proposed by 
Spector (1994). 
An independent-samples t-test was conducted to compare males’ and females’ feelings about 
different job motivational factors. The results show no significant difference in the two 
groups’ perceptions of different job aspects. Gender does not have an impact on the facet of 
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job satisfaction in the case of Myanmar migrant workers in Thailand. Nonetheless, the results 
reveal opposite results for the differences in the job position variable. There is a statistically 
significant difference at the p < 0.05 level for pay, promotion, co-workers, nature of work, 
and responsibility between those holding full-time titles and those holding part-time titles 
(Table 3.3). This suggests a very interesting point for managers to consider in that assigning 
potential employees to a full-time position would bring them greater satisfaction. 
Table 3.3: The results of the t-test independent groups – job dimensions’ satisfaction based on 
employment position 
 Job Position Satisfaction 
Mean 
Std T Significance 
Level 
Pay Full-time 3.55 .974 2.23 .028* 
 Part-time 3.30 .680   
Promotion Full-time 3.55 .962 3.21 .002* 
 Part-time 3.19 .781   
Supervision Full-time 3.34 .819 1.84 .068 
 Part-time 3.17 .728   
Fringe Benefits Full-time 3.20 .900 .887 .377 
 Part-time 3.10 .735   
Recognition Full-time 3.30 .878 1.893 .061 
 Part-time 3.10 .778   
Operating Conditions Full-time 3.23 .742 1.646 .102 
 Part-time 3.08 .711   
Co-workers Full-time 3.40 .921 2.915 .004* 
 Part-time 3.09 .694   
Nature of Work Full-time 3.37 .929 2.133 .035* 
 Part-time 3.14 .590   
Responsibility Full-time 3.43 1.041 2.067 .041* 
 Part-time 3.18 .657   
Communication Full-time 3.33 .885 1.466 .146 
 Part-time 3.19 .613   
The study also reveals a statistically significant difference in job factors based on age 
differences. The factors statistically showing differences in age groups are pay, promotion, 
co-workers, and nature of work (p = .004, .003, .040, and .005, respectively). The post hoc 
comparisons using the Tukey HSD test indicate a mean score of ages 20–25 and 41–45 that is 
notably different from that of the other age groups. The mean of age 20–25 (x̅ = 3.13, SD 
= .721) is different from the mean of age 26–30 (x̅ = 3.48, SD = .780) in terms of pay. The 
mean score of age 20–25 (x̅ = 2.97, SD = .707) is significantly different from that of the age 
group 31–35 (x̅ = 3.32, SD = .920) in terms of co-workers and the mean score of age 20–25 
(x̅ = 3.05, SD = .589) is different from age 31–35 (x̅ = 3.38, SD = .790) in terms of the nature 
of work. The age group 41–45 shows a significant difference in means in terms of promotion 
opportunity (x̅ = 4.67, SD = .577) compared with the age groups of under 20 years (x̅ = 3.17, 
SD = .816), 20–25 (x̅ = 3.10, SD = .700) years, and 46–50 (x̅ = 2.75, SD = .886) years. 
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The nature of work is the only factor that shows a significant difference when it comes to 
differences in marital status: F (3, 396) = 2.893, p = .038. Those who are married with 
children (x̅ = 3.30, SD = .721) are more satisfied with the nature of work than those who hold 
the divorced status (x̅ = 2.73, SD = .467) 
There is a difference in the facets of job satisfaction for those holding different educational 
backgrounds in terms of pay, promotion, and co-workers (p = .008, .009, and .020). The 
greatest difference is between those who did not attend school and those who have an 
academic degree. The group of employees who did not attend school shows more satisfaction 
with pay (x̅ = 3.80, SD = .887), promotion (x̅ = 3.80, SD = 1.031), and co-workers (x̅ = 3.57, 
SD = .935). This means that those who do not have access to education are more satisfied 
with many aspects of their job than those with an academic background. 
The total length of service in the current factory and the total length of stay in Thailand also 
demonstrate differences affecting satisfaction with job facets. Comparing the length of stay in 
the current factory, operating conditions, co-workers, and nature of work shows differences 
among the mean (p = .012, .002, and .029, respectively). The Tukey HSD test shows that 
those who have stayed in their current factory for more than 10 years are more satisfied with 
the operating conditions than the other groups (x̅ = 4.25, SD = .500). In terms of co-workers, 
those who have stayed in the current factory for one to two years are less satisfied with their 
co-workers (x̅ = 2.90, SD = .687) and the nature of work (x̅ = 3.03, SD = .627) than the two to 
three years’ stay groups (x̅ = 3.32, SD = .791 and x̅ = 3.30, SD = .744, respectively). 
Furthermore, the co-workers factor is the only factor that appears to be different for the total 
length of stay in Thailand: F (5, 394) = 2.70, p = .021. The Tukey test indicates that those 
staying for one to two years feel significantly less satisfied (x̅ = 2.86, SD = .742) than those 
staying for two to three years (x̅ = 3.23, SD = .806) and three to five years (x̅ = 3.24, SD 
= .773). 
5.3 Correlation of Life and Job Satisfaction 
The Pearson correlation coefficient between life satisfaction and job satisfaction suggests a 
strong positive correlation between the two variables, r = 0.56, n = 400, p < 0.005. In the case 
of Myanmar migrant workers in Thai seafood-processing factories, the higher the level of life 
satisfaction, the higher the level of job satisfaction, and vice versa. Preliminary analyses were 
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performed to ensure that there was no violation of the assumptions of normality, linearity, 
and homoscedasticity.  
 
6. Conclusion and Discussion 
This study aimed to address the factors contributing to job satisfaction of low-skilled 
Myanmar migrant workers in Thailand through the use of various analysis techniques and 
methodologies. The study found that low-skilled Myanmar migrant workers are mostly 
satisfied with the pay, promotion, and responsibility factors, while they are least satisfied 
with fringe benefits, operating conditions, and recognition. Therefore, we can conclude that 
the payment and promotion system in the Thai seafood-processing industry is adequately 
favourable for Myanmar migrant workers but leaves room for improvement in the areas of 
extra benefits, safety in the workplace, and recognition programmes.  
The SEM analysis further strengthened the findings by suggesting pay and fringe benefits as 
the factors that have the greatest impact on job satisfaction among the hygiene factors and 
promotion and recognition as the factors that have the greatest impact on job satisfaction 
among the motivator motivational factors. Thus, management teams should pay special 
attention to these four factors. This study discovered interesting points contradicting 
Herzberg’s theory in that both hygiene and motivator factors were found to be not 
significantly related to job satisfaction. That is, motivator factors, in this context, do not act 
as a motivator but rather as factors that do not motivate or cause satisfaction but cause 
dissatisfaction when not satisfied, just like the hygiene factors. Therefore, these factors 
should be treated and always present in the workplace to prevent dissatisfaction in the case of 
low-skilled Myanmar migrant workers in Thailand. 
Gender differences do not have an impact on how workers perceive different aspects of their 
job. However, other differences in the demographic background have an impact on job facets’ 
satisfaction. Full-time employees show greater satisfaction than part-timers. Younger people, 
aged between 20 and 25 years, are less satisfied with many aspects of their job than the older 
groups. Those who did not attend school show greater satisfaction with job facets than their 
educated counterparts and those who have spent one to two years in their current factory and 
in Thailand show less satisfaction with their co-workers than the other groups.  
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Lastly, job satisfaction is positively correlated with life satisfaction in the case of Myanmar 
migrant workers in Thailand. This finding represents more supportive evidence proving the 
relationship between the two variables.  
This study used a sample consisting of a unique group of low-skilled migrant workers and 
illustrated the effects of different factors influencing workers’ level of job satisfaction. The 
researcher hopes that this finding can be of use to corporations and organizations employing 
low-skilled workers to adapt their motivational programme further to meet the needs of low-
skilled workers better.  
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THE RELATIONSHIP AMONG JOB 
CHARACTERISTICS, JOB SATISFACTION, 
ORGANIZATION COMMITMENT, AND 
TURNOVER INTENTION 
 
1. Introduction 
The work of Meyer & Allen (1997) introduced the famous categorization of organization 
commitment. Meyer & Allen suggested committed employees are willing to go beyond the 
minimum requirements of their duties and are more likely to remain with the organization 
than uncommitted ones. Uncommitted individuals can lead to increasing absenteeism and 
actual turnover, which are costly to the firm. The turnover costs include opportunity costs, 
retraining costs, reselection and decreased morale of existing employees (Cho et al., 2009).   
It is considered to be especially serious for an organization to lose good performers. 
Therefore, it is crucial for the firm, and the goal for every organization, to increase the 
satisfaction of their employees, to increase organizational commitment and to decrease 
turnover intention. What makes an employee leave or intend to leave become the big question 
for any company (Mahdi et al., 2012); thus, in-depth attention on how the organization can 
increase their employee commitment and retain their employees will be the focus of this 
chapter.  
Organizational commitment has been extensively researched and has emerged as a promising 
area of research within the study of organizational psychology (Salami, 2008; Iqbal, 2010). 
Meyer and Allen (1990) suggested that organizational commitment reflected an employee’s 
desire, need, and obligation to maintain membership within an organization. For the company 
to understand different aspects of factors that influence their employee’s organizational 
commitment would guarantee a surplus of workforce and continuance of human resource 
development. Organizational commitment has proved to be an effective measurement of 
organizational effectiveness and helped explain various work-related behaviours (Mowday et 
al., 1982). It is used to predict important employee outcomes such as turnover, job 
performance, absenteeism, and tardiness (Meyer et al., 2002).  
The extensive research of the study has attempted to look at the relationship among job 
satisfaction, organizational commitment, and turnover intention to see if there is any 
difference from results from other studies and to compare the differences (Yucel, 2012). In 
this chapter, in addition to the aforementioned variable, the additional variable of job 
 4 
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characteristics would be added. The job characteristics model (JCM; Hackman & Oldman, 
1975, 1976, 1980) proposed factors that have an impact on improving motivation, satisfaction, 
and performance. It is one of the most well-known theories in the field of organizational 
psychology. Much research has found that the JCM has an impact on job satisfaction. 
Therefore, in order to broaden our understanding of employee commitment level, all four 
variables will be studied. The purpose of this chapter is to investigate the relationship among 
job characteristics, job satisfaction, organizational commitment, and turnover intention of 
Myanmar migrant workers in Thailand in the seafood processing industry.  
 
2. Literature Review 
2.1 Job Characteristics Model and Employee Satisfaction  
The famous job characteristics model (JCM), introduced by Hackman & Oldham (1975, 
1980), is one of the most researched theories in the field of organizational psychology. The 
job characteristics model explores job context factors. The JCM has proven to be beneficial 
in understanding the current state of work as well as leaving space to identify room for 
improvement to enhance motivation and satisfaction. A number of research findings show the 
strong relationship between job characteristics and job satisfaction. With the JCM, the 
researcher can identify a potential source of satisfaction and/or dissatisfaction stemming from 
the work itself and can further improve the failing. A large body of research provides 
evidence that the way jobs are designed impacts outcomes that are important to workers (e.g., 
job satisfaction) and to employers (e.g., productivity) (Panzano, Seffrin, & Chaney-Jones, 
2003).  The JCM has proven to be applicable to study both the blue- and white- collar job. 
Hackman & Oldham’s JCM (1975) introduced five core job characteristics: skill variety, task 
identity, task significance, autonomy, and feedback. Most of the research has supported the 
validity of the JCM, although some critiques and modifications have been proposed (Vorster, 
Cockers, Buys, and Schaap, 2005). Hackman & Oldham’s (1975) original terms of definition 
of the five core components of job characteristics model are summarized in Table 4.1. 
Although there have been hundreds of published studies related to the JCM, this is the first 
known test of the JCM involving Myanmar migrant labour in Thailand and their attitudes in 
low-skilled jobs. 
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Table 4.1: Definition of the five core components of job characteristics model 
Skill Variety: Degree to which a job requires a variety of different activities in carrying out the work. 
Task Identity: Degree to which the job requires completion of a whole and identifiable piece of work. 
Task Significance: Degree to which the job has a substantial impact on the lives or work of other people. 
Autonomy: Degree to which the job provides substantial freedom, independence, and discretion of 
the employee in scheduling the work and in determining the procedures to be used in 
carrying it out. 
Feedback: Degree in which employee obtain direct and clear information about the effectiveness of 
his or her performance. 
Source: Job Diagnostic Survey (1985) 
2.2 Organizational Commitment and Turnover Intention 
Meyer and Allen’s model of organizational commitment (1991, 1997) is a dominant model in 
the field of organizational commitment. A number of researchers conducted their empirical 
study based on the Meyer and Allen model. The model introduced three components of 
organizational commitment including a desire (affective commitment), an obligation 
(normative commitment), and a need (continuance commitment) (Meyer & Allen, 1991; Liu, 
Norcio, & Tu, 2009). According to Mathewman, Rose, and Hetherington (2009), 
commitments are the specific aspects of person’s job, that is, each department, location, and 
group are different since each organization is complex and holds its own agendas and goals. 
Organization commitment factors can be varied between the blue-collar and the white-collar 
labour.  
Affective commitment is an individual psychological feeling of attachment and belonging to 
an organization.  This may be the result of personal characteristics (Hartmann & Bambacas, 
2000) or the results of positive work experiences (McMahon, 2007). Just as the name 
suggests, affective commitment is the degree one is affectionate about, is involved with, and 
enjoys being a member of an organization.  The studies suggested out of the three 
components of organizational commitment, affective commitment has been most strongly 
linked to positive work-related behaviours (e.g., attendance, organizational citizenship 
behaviour) (Meyer et al., 2002; McMahon, 2007).  
Continuance commitment is individual psychological decision making based on need. 
Continuance commitment is based on the cost associated with leaving an organization, such 
as reduction in pay, loss of income, loss of accrued pension, benefits, or facilities (Meyer et 
al., 2002; Herbiniak & Alluto, 1972). Employees choose to remain in an organization based 
on continuance commitment because they need to do so (Meyer & Allen, 1991). Unlike 
affective commitment, continuance commitment is a rational stage of decision-making where 
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it reflected the perceived costs, economically and socially, associate with leaving an 
organization. Continuance commitment is considered to be the least form of commitment 
because employee only remained in an organization only out of need or lack of alternatives. 
Interestingly, study conducted by Van Breugel, Van Olffen, & Ollie (2005) on the 
commitment of temporary employee showed temporary employee rating affective 
commitment higher than continuance commitment. Therefore, one’s decision to stay with a 
particular organization is higher in term of emotion than needs. 
Normative commitment is the obligation an employee feels for remaining with a particular 
organization (Tan & Akhtar, 1998). The reasons for normative commitment to occur could be 
the feeling of indebtedness when an employer goes the extra mile in granting extra benefits to 
an employee such as advance payment, paying for tuition, training (Meyer & Allen, 1991). 
The normative commitment has many of the same associations and consequences as affective 
commitment, though often to a lesser degree (McMahon, 2007). Normative commitment can 
be rooted in a person’s own moral compass, sense of responsibility, loyalty, and sense of duty 
(Marsh & Mannari, 1977). The employee stays with an organization because it is the right 
thing to do. Of the three components least is known about the development of normative 
commitment (Meyer & Allen, 1997).  
Various studies show demographic factors have an impact on the differences in employees’ 
commitment levels (Steers & Porter, 1983; Abdulla & Shaw, 1999; Chughtai & Zafar, 2006). 
However, some found demographic factors were not a significant predictor of employee 
commitment level at all (Mathieu & Zajac, 1990; Salami, 2008).  Age, education level, tenure, 
job position are samples of demographic variables influencing an employee’s commitment 
level. The relationships, between demographic factors and organizational commitment have 
not been adequately explored and concluded. 
Turnover intention is defined as one’s behavioural attitude to withdrawing from the 
organization, whereas turnover itself is considered to be the actual separation from the 
organization. Turnover intention, organizational commitment, and job satisfaction are closely 
related to each other. When one is satisfied with an organization and has high commitment, 
one is unlikely to quit the firm. According to Brough and Frame (2004), job satisfaction is a 
strong predictor of turnover intentions and vice versa. The majority of the studies suggested 
that job satisfaction has a significant and positive relationship with all dimensions of 
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organizational commitment (Bagozzi, 1980; Reichers, 1985) while show negative 
relationship with turnover intention (Shore & Martin, 1989).  
 
3. Research Purpose and Research Question 
The aim of this research is to investigate the relationship among job characteristics, job 
satisfaction, organization commitment, and turnover intention of Myanmar migrant workers 
in the Thai seafood processing industry. In addition, the chapter seeks to find out employees’ 
work-related attitudes, their overall job satisfaction, the level of their commitment, and their 
attitude toward turnover.  
In this chapter, we try to answer the following questions:  
o Which job characteristic variables have the largest and which have the smallest effect 
on job satisfaction, organization commitment, and turnover intention? 
o Which type of organizational commitment in Meyer and Allen’s three-component 
theory is highest and has most impact on turnover intention for the Myanmar migrant 
workers in the Thai seafood processing industry? 
o Are Myanmar workers’ attitudes to job characteristics, job satisfaction, organization 
commitment, and turnover intention affected by differences in demographic factors? 
In light of the above-mentioned literature review, the following hypotheses were framed for 
the investigation of this chapter: 
H1: There is a positive relationship between job satisfaction and organizational 
commitment. 
H2: There is a negative relationship between job satisfaction and turnover intention. 
H3: There is a negative relationship between organizational commitment and turnover 
intention. 
H4: There is a positive relationship between job characteristic factors and job 
satisfaction. 
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H5: There is a positive relationship between job characteristic factors and 
organizational commitment. 
H6: There is a negative relationship between job characteristic factors and turnover 
intention. 
The research framework demonstrating relationships among the four determinants are 
illustrated in figure.4.1 
Figure 4.1: Chapter 4 Conceptual Framework 
 
This chapter aims to shed light on and improve the understanding of low-skilled Myanmar 
workers in Thailand. Through understanding the factors influencing organizational 
commitment and turnover intention, the researcher hopes that entrepreneurs and managers 
can create effective motivational programmes suitable for the low-skilled worker.  
 
4. Methodology 
4.1 Sample 
The sample of this study is selected from the 13 seafood-processing factories in Samutsakorn 
Province, Thailand.  Samutsakorn Province, or so-called Thailand Little Myanmar town, is 
home to Thailand’s seafood industry. These 13 randomly selected factories are the factories 
that were granted with a 2013 migrant hiring permit from the Thailand office workers 
- 
- 
- + + 
+ 
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department. The sample consists of a total of 400 questionnaires from these 13 factories using 
an easy random sampling technique.  
4.2 Questionnaire Instrument 
The original questionnaire was in English and was translated into Myanmar language by a 
translator. To prove its correctness, the questionnaire was given to another translator to back-
translate into English. The questions asked in the questionnaire were carefully selected from 
the previous literature to ensure its validity and reliability. Taking into consideration the 
possibly limited literacy background of the respondents and the time constraint, the 
questionnaire was shortened as much as possible. The questionnaire consists of five 
independent sections. 
 Demographic Variables: including gender, age, marital status, education level, 
employment position, job tenure, and total length of stay in Thailand.  
 Measurement of Job Satisfaction: measuring respondent’s general job satisfaction, the 
statement of “Generally speaking, I am very satisfied with my job” is asked based on the 
five-point Likert scale (1= strongly disagree to 5= strongly agree). The statement developed 
by Dubinsky, Howell, Ingram, and Bellenger (1986) is a popular statement to measure an 
employee’s degree of satisfaction toward their job.  
 Measurement of Organizational Commitment: questions were selected from Jaros’ 
(1997) recommended list of questions. Jaros (1997) suggested a revised list of commitment 
scale items after analyzing Meyer and Allen’s (1991; 1997) three-component model 
employee survey’s validity. For affective commitment, the statement “I am a very happy 
member of this organization” is used.  Continuance commitment is measured using the 
statement “It would be very hard for me to leave this organization right now, even if I wanted 
to” and lastly the normative commitment statement is tested by using the statement “I feel 
that I owe this organization quite a bit because of what it has given me”. All the questions are 
measured using a five-point Likert scale (1= strongly disagree to 5= strongly agree). 
 Measurement of Turnover Intention: the statement that “Nevertheless, I often think 
about quitting” is measured for the employee turnover intention. The questions are measured 
using a five-point Likert scale (1= strongly disagree to 5= strongly agree). 
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 Measurement of Job Characteristics Attitude: the questions in this questionnaire were 
selected from section 1 of Hackman & Oldman’s (1980) Job Diagnostic Survey (JDS) to 
measure the five core job characteristics. The items are endorsed on a seven-point Likert 
scale, one item each representing the five job characteristics: skill variety, task variety, task 
significance, feedback, and autonomy.  
4.3 Data Analysis 
In order to answer the research questions and describe all variables, frequency distributions, 
measures of central tendency, variability tests, and structural equation modelling (SEM) were 
performed. The Alpha coefficients and Pearson correlations were calculated to test the 
internal consistency reliability of the research questionnaire. To identify the relationship 
among the tested factors, the data were analyzed using statistical methods including two-
tailed independent t-tests, one-way ANOVA analysis, and correlation and regression analysis. 
To explore the relationship among all tested variables, structural equation modelling using 
AMOS program was used and the conclusion was drawn from the regression analysis. 
 
5. Results  
The alpha reliabilities were calculated for the whole questionnaire, containing job satisfaction, 
organization commitment, turnover intention, and job characteristic items. The Cronbach’s 
alpha reliability coefficients reveal good internal consistency of 0.742. 
5.1 Descriptive Analysis  
Descriptive analysis was conducted for job satisfaction, organizational commitment, turnover 
intention, and job characteristic items. The means, standard deviations, and the skewness for 
each variable are summarized in Table 4.2. 
From an analysis, we can see that most of the answers are in their neutral stage where most of 
the respondents lean mostly toward neither agree nor disagree scale points for the overall job 
satisfaction, organizational commitment, and turnover intention. Nonetheless, affective 
commitment appears to be the highest commitment in the organizational commitment 
component while continuance commitment is the lowest for Myanmar migrant workers in 
Thailand.  
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Table 4.2: Means and standard deviations of job satisfaction, organization 
commitment, turnover intention, and job characteristic scale 
Scale Mean Std. Dev. Skewness 
Overall Job Satisfaction 3.32   .845 -.230 
Organization Commitment    
   - Affective Commitment 3.31   .818   .021 
   - Continuance Commitment 3.20   .814   .004 
   - Normative Commitment 3.24   .810   .043 
Turnover Intention 3.10   .850   .153 
Job Characteristics    
   - Autonomy 2.08 1.356 1.591 
   - Task Identity 2.14 1.196 1.427 
   - Skill Variety 2.30 1.308 1.082 
   - Task Significance 2.77 1.380   .667 
   - Feedback 2.70 1.433   .713 
 
Job characteristics, based on the seven-point scale, shows more concrete results on employees’ 
attitudes toward their work. Most of the job characteristic variables are rated on the 2 out of 7 
scale; that is, employees felt that they have fairly little autonomy in their work, that their 
work is a fairly small input toward the whole product, that their work required a fairly limited 
number of skills to finish the task, that their work is fairly insignificant, and that they got 
fairly little feedback from their manager or co-workers. This is not a surprising result since 
this reflects the normal low-skilled job characteristics where a labour-intensive job requires 
mostly routine and structured tasks.  
5.2 Correlations and Regression Analysis  
To see the relationship among the four variables, a correlation matrix and multiple 
regressions are used to analyze the data. 
A correlation matrix was calculated and is demonstrated in Table 4.3. We use correlation to 
figure out the degree of association between the two variables. From the table, it suggests 
organization commitments, all three components, are positively correlated to job satisfaction 
and vice versa. When employees are satisfied with their job, they tend to have higher 
commitment toward an organization. The degree of correlation between job satisfaction and 
organization commitment is highest in affective commitment, continuance commitment, and 
normative commitment, respectively. The Pearson correlation coefficient among the three-
component organization commitments illustrated a significant positive relationship between 
the three of them.  
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Table 4.3: Correlation matrix for job satisfaction, organization commitment, turnover 
intention, and job characteristic 
Organization Commitment Job Characteristics  
Job 
Satisfac- 
tion 
Affective 
Commit- 
ment 
Continuan
Commit- 
ment 
Normative 
Commit- 
ment 
Turnover 
Intention Autonomy 
Task 
Identity 
Skill 
Variety 
Task 
Signifi-
cance 
  
Feedback 
Job 
Satisfaction 
1          
Affective 
Commitment 
.411** 1         
Continuance 
Commitment 
.223** .276** 1        
Normative 
Commitment 
.177** .176** .363** 1       
Turnover 
Intention 
.120* .111* .246** .285** 1      
Autonomy .069 .108* .032 .024 -.030 1     
Task Identity .084 .091 .063 -.033 -.036 .681** 1    
Skill Variety .128* .141** .055 .037 -.048 .698** .679** 1   
Task 
Significance 
.000 .059 .052 -.004 .028 .383** .449** .538** 1  
Feedback -.026 -.019 .000 -.081 -.027 .467** .599** .599** .615** 1 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 
Surprisingly, as illustrated in the correlation matrix, turnover intention shows a positive 
correlation with job satisfaction and with organization commitment. Normative commitment 
demonstrated the highest degree of relationship among organization commitment toward 
turnover intention at r = .285, n = 400, p = .00 followed by continuance commitment at r 
= .246, n = 400, p = .00 and affective commitment at r = .111, n = 400, p = .026. The 
correlation between job satisfaction and turnover intention shows r = .120, n = 400, p = .017. 
Nonetheless, giving the correlation strength of less than .3, the relationships of turnover 
intention with job satisfaction and turnover intention with organization commitment are very 
weak and are considered to demonstrate no significant relationship between the tested 
variables. Nevertheless, the positive correlation is an interesting phenomenal that is 
interesting for the future research. Job characteristics show no significant relationship toward 
continuance commitment, normative commitment, or turnover intention. It does, however, 
show a weak correlated relationship toward job satisfaction and affective commitment. The 
only job characteristic that demonstrated a positive relationship between job characteristic 
and job satisfaction is skill variety at r = .128, n = 400, p = .010. Skill variety also 
demonstrated a significant positive relationship with affective commitment at r = .141, n = 
400, p = .005. Another item in the job characteristics model that has a significant relationship 
with affective commitment is autonomy at r = .108, n = 400, p = .031. The entire five-core 
  60 
job characteristics are positively correlated among each other. It supported the validity of the 
variable in the model.  
In order to further understand the relationship among the four variables, causal regression 
analysis is calculated to reaffirm the correction of our finding. Table 4.4 illustrates regression 
analysis on how job satisfaction (independent variable) is related to organization commitment 
(dependent variable). 
The results from Table 4.4 reconfirm our finding from the correlation matrix that there is a 
positive relationship between job satisfaction and organization commitment. However, 
looking at the R² and the adjusted R², even though job satisfaction has a statistically 
significant effect on organization commitment, the low R² and the adjusted R² suggest there 
are other variables that also have an effect on organization commitment in addition to job 
satisfaction. Nonetheless, Hypothesis 1 is accepted. 
Table 4.4: Regression analysis between organization commitment and job satisfaction 
Independent Job Satisfaction 
Dependent β t p 
Affective Commitment .411 8.994 .000 
R² .169   
Adjusted  R² .167   
F Value 80.892   
Continuance Commitment .223 4.570 .000 
R² .050   
Adjusted  R² .047   
F Value 20.885   
Normative Commitment .177 3.581 .000 
R² .031   
Adjusted  R² .029   
F Value 12.824   
 
Table 4.5 shows regression analysis on the relationship between turnover intention 
(dependent variable) and job satisfaction (independent variable) as well as turnover intention 
(dependent variable) and organization commitment (independent variables)  
Regression analysis between job satisfaction and turnover intention support the correlation 
matrix finding that even though the relationship is significant at p < 0.05 but giving near zero 
the low R² and the adjusted R² for relationship between job satisfaction and turnover intention, 
accounted for 1% of the total variance, we can concluded that job satisfaction does not have 
significant relationship with turnover intention. As mentioned earlier, it is surprisingly 
interesting that organization commitment show a positive relationship with turnover intention. 
This is contradictory to past literatures that suggested a negative relationship would present 
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between organization commitment and turnover intention; that is, if an employee is 
committed to an organization, he or she is less likely to quit the job. This is, however, not the 
case for low-skilled Myanmar migrant labourers in Thailand. Nevertheless, hypotheses 2 and 
3 are rejected; that is, in the case of Myanmar migrant workers in Thailand, job satisfaction 
does not hold relationship with turnover intention and organization commitment have a 
positive relationship to turnover intention. 
Table 4.5: Regression analysis among turnover Intention, organization commitment,  
and job satisfaction 
Dependent Turnover Intention 
Independent β t p 
Job Satisfaction .120 2.407 .017 
R² .014   
Adjusted  R² .012   
F Value 5.794   
Affective Commitment .029   .575 .566 
Continuance Commitment .157 2.998 .003 
Normative Commitment .223 4.365 .000 
R² .106   
Adjusted  R² .099   
F Value 15.576   
Table 4.6 shows regression analysis between job characteristics (independent variable) and 
job satisfaction (dependent variable). 
Table 4.6: Regression analysis between job characteristics and job satisfaction 
Dependent Job Satisfaction 
Independent β t p 
Autonomy -.057 -.756 .450 
Task Identity .080 1.038 .300 
Skill Variety .232 2.860 .004 
Task Significance -.040 -.610 .542 
Feedback -.162 -2.253 .025 
R² .037   
Adjusted  R² .025   
F Value 3.013   
 
From the table, the only factor that is significant and has impact on job satisfaction is skill 
variety, p = 0.004. Others have shown no significant relationship to job satisfaction. 
According to the majority, we conclude that job characteristics do not have a relationship 
with job satisfaction. Therefore, we reject hypothesis 4. 
Looking at the correlation matrix table, the only organization commitment components which 
show a positive relationship to job characteristic factors is affective commitment. Job 
characteristics demonstrate no significant relationship to continuance commitment and 
normative commitment. Hypothesis 5 is rejected.   
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Regression analysis was conducted between job characteristics (independent variable) and 
turnover intention (dependent variable). Multiple regression analysis show no significant 
relationship between the two (R) = .007, p>0.01. Hypothesis 6 is also rejected.  
5.3 Measurement of SEM 
In order to understand the relationships among all tested variables, the path coefficient 
diagram (Figure 4.2), was drawn using the AMOS program. The model illustrated the 
relationships among job satisfaction, job characteristic, organization commitment and 
turnover intention.  
Figure 4.2: Path diagram on tested variables - job satisfaction, job characteristics, organization 
commitment, and turnover intention 
 
The model fit analysis on the model shows a χ2 value of 159.374 with 31 degrees of freedom, 
returning a probability value of .000 with χ2/df of 5.141. The goodness-of-fit index (GFI) 
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of .924, the comparative fit index (CFI) of .896, the Tucker-Lewis Index (TLI) of .849, and 
the incremental fit index (IFI) of .897 suggested the model provide a good fit to the data and 
analysis can be drawn from this model.  
Figure 4.3 illustrated the output path diagram result showing the beta coefficients and R2 
values. From the model, job satisfaction shows a positive relationship with organization 
commitment and an organization commitment also shows a significant positive relationship 
to turnover intention while others do not. These are in supportive to our earlier analysis.  
Figure 4.3: Path diagram results on the relationship among job satisfaction, job characteristics, 
organization commitment, and turnover intention 
 
The unstandardized regression coefficients are shown in Table 4.7. The results from this table 
confirm the earlier analysis that organization commitment is related to turnover intention and 
job satisfaction is related to organization commitment at the significance level α=0.01. Job 
characteristics and job satisfaction do not have significant relationship with turnover intention. 
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While job characteristics also do not demonstrate relationship with job satisfaction and 
organization commitment.  
Table 4.7: Regression weights – unstandardized regression coefficients 
   Estimate S.E. C.R. P 
TI <--- OC .960 .213 4.501 *** 
TI <--- JC -.065 .044 -1.495 .135 
TI <--- JS -.113 .070 -1.622 .105 
OC <--- JS .249 .040 6.229 *** 
JS <--- JC .073 .043 1.725 .085 
OC <--- JC .025 .027 .927 .354 
AC <--- OC 1.000    
CC <--- OC 1.110 .176 6.311 *** 
NC <--- OC .959 .161 5.961 *** 
Feedback <--- JC .966 .067 14.365 *** 
TaskSig <--- JC .799 .066 12.105 *** 
TaskIdentity <--- JC .925 .055 16.774 *** 
Autonomy <--- JC 1.000    
SkillVariety <--- JC 1.069 .060 17.717 *** 
 
Table 4.8 demonstrated the standardized regression coefficients of the tested model. These 
standardized regression coefficients make it possible to compare the size of the effect of the 
independent variable on the dependent variable. From the table, giving supportive claims to 
the descriptive analysis and correlation matrix, continuance commitment has the highest load 
effect on organization commitment among the three commitment items and thus in turn has 
the highest effect on turnover intention while skill variety has the highest load effect on job 
satisfaction for job characteristic items.   
Table 4.8: standardized regression coefficients 
   Estimate 
TI <--- OC .473 
TI <--- JC -.081 
TI <--- JS -.113 
OC <--- JS .502 
JS <--- JC .091 
OC <--- JC .063 
AC <--- OC .511 
CC <--- OC .570 
NC <--- OC .495 
Feedback <--- JC .710 
TaskSig <--- JC .610 
TaskIdentity <--- JC .815 
Autonomy <--- JC .777 
SkillVariety <--- JC .862 
 
  65 
5.4 Demographic Variation Analysis 
In this section, the chapter aims to find out the impact of demographic variation – gender, age, 
education, marital status, job position, job tenure, length of stay in Thailand – on an 
employee’s attitude toward job satisfaction, organization commitment, turnover intention, 
and job characteristics. Two-tailed independent t-test and one-way ANOVA are used in this 
study.  
For gender, there is no significant difference between the mean of male and female toward 
job satisfaction, organization commitment, and turnover intention. Men and women are 
thinking jointly in the same direction. However, they demonstrate a difference in attitude 
toward job characteristics. Women show a greater level of positive attitude toward job 
autonomy, task identity, and skill variety when compared to men (p=.001, .003 and .003, 
respectively).  
The study also reveals a statistically significant difference in job satisfaction, turnover 
intention, and job characteristics attitude based on age differences. Job satisfaction level is 
different based on age difference, F(6,393) = 2.382, p = .028.  Post-hoc Tukey’s HSD tests 
showed that age 36–40 years old is noticeably different from that of the other age groups. The 
homogeneous subsets table in Tukey’s HSD test shows that the older age groups are more 
satisfied with their job compared to the younger group, except those aged 36–40 years old 
who demonstrated least satisfaction in their job. Turnover intention using ANOVA analysis 
based on age group reveals significant difference in the mean. However, the pairwise 
comparison did not show significant pairwise differences with Tukey’s procedure. Age 
difference demonstrated different attitudes toward all job characteristic factors. The  post-hoc 
Tukey HSD test indicated a mean score of age 20–25 is significantly different from that of 
the age group 36–40 in all job characteristic factors. The mean score table indicates age 20–
25 has less positive attitudes toward their job compared to their older counterparts. 
The difference in job position (full-time and part-time) shows noticeably different attitudes 
toward job satisfaction, organization commitment, turnover intention, and job characteristics 
at p<0.05. Full-time employees are more satisfied with their job compared to part-time 
employees (F=5.346, p=.021). Full-time employees demonstrated higher levels of affective 
commitment, continuance commitment, and normative commitment. Moreover, full-time 
employees also show a greater tendency toward turnover. For job characteristics, full-time 
employees present a more positive attitude toward four core job characteristics, namely, 
  66 
autonomy, task identity, skill variety, and feedback, compared to part-time employees, 
excepting task significance factors, where the mean between full-time and part-time 
employees are not significantly different.  
A one-way ANOVA test was conducted to compare the relation of respondents’ marital 
status to job satisfaction, organization commitment, turnover intention, and job characteristics. 
The results show no significant difference. Marital status does not have an impact on the 
level of job satisfaction, organization commitment, turnover intention, and job characteristics 
in the case of Myanmar migrant workers in Thailand. 
There is a statistically significant difference at p<0.05 for job satisfaction, normative 
commitment, autonomy, task identity, and skill variety when looking at difference in 
education background (p=.012, .004, .001, .004, .010, respectively). Post-hoc Tukey’s HSD 
test indicated those who held a high school degree have significantly lower satisfaction when 
compared to those who did not attend school and hold a primary school degree. 
Job tenure period, the total length of an employee’s stay in the factory, has no significant 
impact on job satisfaction, organization commitment, or turnover intention. Job tenure, 
however, has an impact on an employee’s attitude toward job characteristics especially in 
task identity, skill variety, and task significance factors at 0.05 level of significance. Post-hoc 
Tukey’s analysis shows that those who already spend 5–10 years in the same factory have a 
better attitude toward the three job characteristic factors compared to those spending less time 
in the same factory.   
The study also revealed that an employee’s total length of stay in Thailand has an impact on 
the employee’s affective commitment:  F(5,394) = 2.657, p = .022. Pairwise analysis 
suggested that those who spend 3–5 years in Thailand are significantly less satisfied (x̅ = 3.05, 
SD = .826) than those staying 5–10 years (x ̅ = 3.43, SD = .783). 
 
6. Conclusion and Discussion 
The aim of this study is to reveal the relationship among job characteristics, job satisfaction, 
organization commitment, and turnover intention of Myanmar migrant workers in the Thai 
seafood processing industry, in order to improve the understanding of low-skilled workers 
particularly from the perspective of human resource management. The descriptive findings 
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suggested Myanmar low-skilled migrant labourers felt moderately satisfied toward their jobs, 
hold a moderate level of attitude in organization commitment and turnover intention. The job 
characteristic factors suggested plenty of room for job re-design since the job is ranked low in 
all five core job characteristics, which seems natural given the nature of the work in their 
low-skilled job. The finding of this study gives more empirical evidence supporting the order 
of importance of organization commitment in employees. Myanmar migrant workers feel 
mostly committed to an organization because of the affective component, followed by the 
normative component, and lastly the continuance component. This result gives support to 
Van Breugel, Van Olffen, & Ollie’s (2005) finding that part-time employees or low-skilled 
workers still have high levels of affective commitment rather than continuance commitment 
and that an employee’s decision to stay with a particular organization is largely based on 
emotion rather than need-based. Employers should establish emotional bonds with their 
employees to improve employee commitment levels. 
Correlation, regression analysis, and SEM proved the positive relationship between job 
satisfaction and organization commitment. In the case of Myanmar migrant labourers in 
Thailand, job satisfaction is correlated to organization commitment strongest in affective 
commitment and weakest in normative commitment. 
This study further identified the relationship of job satisfaction and organization commitment 
toward turnover intention. To the researcher’s surprise, the results reveal contradictory results 
to those of past literatures. Job satisfaction does not demonstrated any relationship toward 
turnover intention while organization commitment demonstrated a positive relationship with 
turnover intention; that is, even though an employee is committed to the company, they still 
hold high intentions to leave an organization. In other words, low-skilled workers 
continuously look for alternative jobs. Nonetheless, it should be noted that even though the 
results demonstrated a positive relationship but with low R² and low adjusted R² value 
suggested, there are other variables that also have an effect on turnover intention that are not 
in the scope of this study. 
The results of the study reveal no significant relationship between job characteristics and job 
satisfaction, organization commitment, and turnover intention. However, a small correlation 
exists in the skill variety job characteristic factor toward job satisfaction and affective 
commitment; that is, to a certain extent, giving the employee greater variety of work so that 
they can extend their skills is likely to improve their job satisfaction as well as their affective 
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commitment level.  Moreover, autonomy also shows a small correlation with affective 
commitment. With this finding, companies should consider job rotation for low-skilled 
employees to expose them to a larger variety of tasks in order to increase their satisfaction as 
well as commitment.  
Demographics variation analysis validated an assumption that differences in a respondent’s 
background would result in a different impact on job satisfaction, organization commitment, 
turnover intention, and job characteristics attitude. There are significant different attitudes 
when considering differences in the respondent’s gender, age, employee position, education 
level, job tenure, and total length of stay in Thailand. Marital status, however, in the content 
of Myanmar in Thailand, does not show significant difference toward job satisfaction, 
organization commitment, turnover intention, and job characteristic. For Gender, men and 
women do not feel differently toward job satisfaction, organization commitment, and 
turnover intention. However, women demonstrated more positive attitudes toward job 
characteristic factors than men; that is, women feel their job is more valuable than men think. 
For differences in Age, an empirical finding shows age has an impact on job satisfaction, 
turnover intention, and job characteristic factors. The analysis supported the literature that 
age is one of the main factors affecting job satisfaction and that the older workers are more 
likely to satisfied with their work than their younger counterparts. This also reflected in job 
characteristics attitude. Age group 20–25 is has significantly less positive attitudes toward 
their current job when compared to the older generation. Age plays an important role in 
influencing an employee’s attitude. This may be due to how employees adapt their 
expectation after gaining more life experiences. The results of this study also supported those 
demonstrating how Employment Position largely affects employee motivational levels. A 
full-time employee shows greater motivation in job satisfaction, organization commitment, 
turnover intention, and job characteristics attitude when compared to a part-time employee. 
Giving full-time positions to good performers will increase their satisfaction as well as their 
morale toward organization. Differences in Education level will result in different attitudes 
toward job satisfaction, organization commitment, and job characteristics. Those with 
academic degrees demonstrated less satisfaction compared to those without a degree. Job 
tenure only shows significant difference toward job characteristic factors. Those who spend 
greater amounts of time in the same factory show a greater level in attitude toward task 
identity, skill variety and task significance when compared to the less experienced workers.  
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Therefore, in an empirical study of Myanmar migrant workers in Thailand, older, more 
experienced, full-time, and less literate individuals will show greater satisfaction and higher 
organization commitment when compared to younger, less experience, part-time, and high 
educated individuals. 
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THE RELATIONSHIP AMONG NEED 
SATISFACTION, JOB SATISFACTION FACETS, 
OVERALL LIFE SATISFACTION 
ORGANIZATION COMMITMENT, AND 
TURNOVER INTENTION 
1. Introduction 
An organization’s labour force is an important asset as its contribution is essential to firm 
success. The complexity of human behaviour and the rationale behind individual acts are well 
known as each person has his or her own agenda and goals. Managing the labour force is thus 
a challenging task for all organizations. A key aim for organizations is to retain committed 
and potentially good performers as their loss would mean considerable cost to the firm. What 
makes an employee leave or intend to leave is a major question for any company (Mahdi et 
al., 2012). When a worker leaves an organization, there is a loss to the company both 
economically and in terms of time as all the effort invested in the employee is lost forever. 
Examples of turnover costs include opportunity costs, retraining costs, reselection cost and 
decreased morale among other employees (Cho, Johanson, & Guchait, 2009).  
Having committed employees is beneficial to the firm. Aamodt (2007) suggests that 
employees who are satisfied and committed are more likely to attend work, stay with an 
organization, arrive at work on time, perform well and engage in positive behaviours helpful 
to the organization. Simply put, committed employees tend to act more productively and 
positively towards an organization. Therefore, employers should aim to increase their 
employees’ level of commitment and reduce turnover intention in order to improve the 
sustainability and morale of the labour force.  
Extensive studies have been conducted on organization commitment and turnover intention in 
skilled workers. However, there is still a lack of concrete evidence and support concerning 
the factors that influence commitment and turnover intention. Furthermore, only a limited 
amount of research has been undertaken in the context of low-skilled workers. The examples 
of low-skilled worker studies found by the author are the study by Aworemi, Abdul-Azeez, & 
Durowoju (2011) studied the motivational factors of low-skilled worker in Nigeria, Dawal, 
Taha, & Ismail (2009) studied job satisfaction among shop floor employees in automotive 
industry in Malaysia, Salami (2008) studied demographic and psychological factors that 
affecting organization commitment among industrial workers in Nigeria, and Puangyoykeaw 
 5 
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& Nishide (2014) studied the need of low-skilled Myanmar worker in Thailand. Nonetheless, 
the study of human resource management in low-skilled workers remains relatively under-
explored (Forde & MacKenzie, 2009).  
Low-skilled workers are important to labour-intensive industries. Such workers are employed 
by organizations to benefit from low labour costs. As low-skilled labour is characterized by 
limited skills and low switching costs, the turnover issue is one of the greatest challenges for 
labour-intensive environments such as factories. Managing a low-skilled labour force is a 
challenging task for managers and companies because of the workers’ limited skills and 
competences, meaning that a limited number of motivational techniques and tools can be 
implemented to foster employee retention (Puangyoykeaw & Nishide, 2014). However, low-
skilled workers, even with their limited skills, can accumulate expertise over time.  
The dearth of research concerning employee commitment and turnover intention in low-
skilled workers necessitates the study of this chapter, which explores the factors that could 
influence an increase in commitment and a reduction in turnover intention in low-skilled 
workers. Specifically, this chapter examines organization commitment and turnover intention 
among low-skilled workers in relation to: (1) need satisfaction, (2) job satisfaction and (3) 
life satisfaction. These aspects of satisfaction, resulting in a positive psychological state of 
mind, are considered to play a prominent role in influencing positive employee behaviours. 
Thus, these factors are investigated in depth to explore which variables are major 
determinants in explaining organization commitment and turnover intention.  
 
2. Literature Review  
2.1 Turnover Intention 
Turnover intention is an employee’s predetermination to withdraw and leave an organization, 
not the actual separation from the organization itself. According to Cotton and Tuttle (1986), 
turnover intention refers to an individual’s perceived probability of staying with or leaving an 
employing organization. Turnover intention can result in losses to a firm, through the loss of 
talented human capital and the possible leakage of firm know-how to competitors (Khanin, 
2013). 
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Barak, Nissly, and Levin (2001) propose that it is useful to measure turnover intention rather 
than actual turnover because one’s intention to act can be the immediate determinant of that 
behaviour. Turnover intention can be a good proxy for measuring actual turnover because the 
latter can be difficult to measure (Hayes et al., 2006). Numerous studies (e.g. Kalliath & 
Beck, 2001; Kramer, Callister, & Turban, 1995; Mahdi et al., 2012; Price & Mueller, 1981) 
have been conducted to understand what determines employees’ turnover intentions. 
Nonetheless, a single, broadly accepted, comprehensive model of turnover is still lacking 
(Gieter, Hofmans, & Pepermans, 2011). However, turnover intention has been tied closely to 
satisfaction. Thus, the more satisfied employees are with their jobs, the less likely they are to 
leave them (Hayes et al., 2006).  
2.2 Organization Commitment  
The three types of commitment introduced by Meyer & Allen, as earlier mentioned in chapter 
4, are not mutually exclusive (Herscovitch & Meyer, 2002; Solinger, van Olffen, & Roe, 
2008). The study by Van Breugel, Van Olffen, & Ollie (2005) founded low-skilled workers 
find affective commitment mostly important, followed by normative component and 
continuance component. Organization commitment has been shown to exhibit a positive 
relationship with need satisfaction, job satisfaction and life satisfaction: the greater 
employees’ satisfaction, the greater their commitment. Most importantly, organization 
commitment has long been regarded as one of the predominant variables tied with turnover 
intention. The greater employee feels committed to the company, the lesser degree he/she 
will leave an organization. 
Based on the above, the following hypotheses are constructed:  
Hypothesis 1 Organization commitment is negatively and significantly related to 
turnover intention. 
2.3 Need Satisfaction 
By understanding what employees need, their need satisfaction can be improved. Ahmed and 
Alvi (1987) found that organizations which fulfil their employees’ needs are able to enhance 
their commitment level. Moreover, need satisfaction can drive the work attitude of employees, 
helping them to achieve their goals (Rajasekhar & Vijayasree, 2012). Bourantas (1988) found 
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that employees’ organization commitment is determined more by the satisfaction of higher-
order needs than of lower-order needs. This is in line with Maslow’s (1970) research which 
suggested the existence of a positive relationship between commitment and need satisfaction. 
Need satisfaction has shown to be a great predictor of life satisfaction. The greater the needs 
are satisfied, the merrier employee’s life satisfaction would be. This study examines which 
needs have the greatest impact on organization commitment and turnover intention.  
Based on the above, the following hypotheses are constructed:  
Hypothesis 2  Need satisfaction is positively and significantly related to organization 
commitment. 
Hypothesis 3  Need satisfaction is negatively and significantly related to turnover 
intention. 
Hypothesis 4  Need satisfaction is positively and significantly related life satisfaction. 
2.4 Job Satisfaction 
Job satisfaction is the level of satisfaction workers feel with their jobs or the content of their 
jobs. Job satisfaction has been the focus of academic attention as an important variable in 
understanding organization behaviour. Researchers believe that job satisfaction can influence 
work productivity, employee turnover, absenteeism and life satisfaction (Spector, 2008). 
Several studies have found that job satisfaction has a positive relationship with all three 
dimensions of organization commitment and an inverse relationship with turnover intention 
(Aydogdu & Asikgil, 2011; Mahdi et al., 2012; Yucel, 2012). Moreover, research has found 
that job satisfaction may be the most important construct in attempting to understand turnover 
(Ghiselli, Lopa, & Bai, 2001). It is not surprising that satisfied employees tend to be 
committed to an organization as well as having less intention to leave. The most prominent 
theory related to job satisfaction is Herzberg’s (1991, 1996) motivation-hygiene theory (see 
details of literature review in chapter 3). Moreover, as previously mentioned in chapter 3, job 
satisfaction has proved to be significantly related to life satisfaction. In order to prove the 
whole relationship among the tested variables, this chapter will included the relationship 
between job satisfaction and life satisfaction as well. Based on the above, the following 
hypotheses are derived: 
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Hypothesis 5 Job satisfaction is positively and significantly related to organization 
commitment. 
Hypothesis 6  Job satisfaction is negatively and significantly related to turnover 
intention. 
Hypothesis 7  Job satisfaction is positively and significantly related life satisfaction. 
2.5 Life Satisfaction 
Life satisfaction has long been linked to employees’ work behaviours. Satisfied individuals 
contribute better and have a more positive attitude. Judge, Thoresen, Bono, and Patton’s 
(2001) meta-analysis of research on the link between job satisfaction and performance 
suggests that the job performance of managers who are satisfied with their jobs is higher than 
that of workers who are less satisfied and that life satisfaction moderates the relationship 
between job satisfaction and performance. Thus, there is a relationship between life 
satisfaction and organization commitment. A high level of organization commitment is 
related to greater life satisfaction and vice versa (Kacmar, Carlson, & Brymer, 1999). 
Therefore, it can be suggested that individuals who are satisfied with their lives will be less 
likely to leave their jobs. Thus, the following hypotheses are developed: 
Hypothesis 8  Life satisfaction is positively and significantly related to organization 
commitment. 
Hypothesis 9  Life satisfaction is negatively and significantly related to turnover 
intention. 
The hypothesized relationships among the study variables are illustrated in a conceptual 
framework in Figure 5.1.  
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Figure 5.1: Hypothesized relationship among need satisfaction, job satisfaction, life satisfaction, 
organization commitment and turnover intention 
 
3. Research Purpose 
The main purposes of this study are: (1) to explore the relationship among employees’ need 
satisfaction, job satisfaction and overall life satisfaction and organization commitment and 
turnover intention; (2) to identify factors that have predictive effects and the greatest impact 
on organization commitment and turnover intention among low-skilled workers from 
Myanmar in Thailand. The aim is further to establish causal relationships among these tested 
variables. Through understanding the relationships between factors influencing organization 
commitment and turnover intention and how they do so in this context, the study could add 
new knowledge regarding low-skilled workers and help improve organization practices to 
increase employee organization commitment and retain valuable workers. 
It is therefore hoped that the results of this empirical study will enhance the existing body of 
literature by considering aspects that have not yet been examined and that the research will 
provide a better understanding of how employers can motivate and retain low-skilled workers. 
By understanding what variables are connected to organization commitment and turnover 
intention, organizations can be helped to increase levels of commitment in their employees 
and efficiently and effectively reduce turnover. Furthermore, it is hoped that the results could 
+ 
+ 
+ 
+ 
+ 
- 
- 
- 
- 
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provide valuable input for the creation of organization management policy and human 
resource management policy in low-skilled labour contexts. 
 
4. Methodology 
4.1 Questionnaire Instrument 
The questions used in the questionnaire were carefully selected from various past studies and 
the literature. The questionnaire reliability tested show the Cronbach’s alpha coefficient 
was .844, revealing good internal consistency overall. The measurement scales for 
organization commitment, need satisfaction and job satisfaction had Cronbach’s alpha 
coefficients of .528, .730 and .765, respectively. The scales of measurement for each 
construct are detailed in turn in the following paragraphs. 
Organization commitment. Commitment to the organization was measured on a five-point 
Likert scale (5 = strongly agree; 1 = strongly disagree) using three items: “I am a very happy 
member of this organization”, representing affective commitment; “It would be very hard for 
me to leave this organization right now, even if I wanted to”, representing continuance 
commitment; “I feel that I owe this organization quite a bit because of what it has given me”, 
representing normative commitment. These statements were selected from the list of items in 
the revised commitment scale developed by Jaros (1997).  
Turnover intention. To measure the turnover intention of Myanmar migrant workers, the 
respondents were asked to respond to the statement “Nevertheless, I often think about 
quitting” on a five-point Likert scale anchored at 5 “strongly agree” and 1 “strongly disagree”. 
The statement was adopted from the study of Khatri, Fern, and Budhwar (2001). 
Need satisfaction. Ten statements were included to represent Maslow’s hierarchy of needs – 
two statements for each level – measuring the employees’ need satisfaction, again using a 
five-point Likert-type scale (5 = very satisfied, 1 = very dissatisfied). The statements used 
were selected from the studies of Dillman (2000), Freitas and Leonard (2011) and Maslow 
(1954), as summarized in Table 18.  
Job satisfaction. Items derived from the Job Satisfaction Survey (JSS) developed by Spector 
(1985, 1996) were chosen for this study. These statements help to measure employees’ 
satisfaction related to different various job dimensions. Ten facets of job satisfaction are 
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measured, namely: pay, promotion, supervision, fringe benefits, recognition, operating 
conditions, co-workers, nature of the work, responsibility and communication. The 
statements used are given in Table 5.2. Each item was rated on a five-point Likert scale 
anchored at 5 “strongly agree” and 1 “strongly disagree”. 
Table 5.1: Summary of selected statements 
NEED SATISFACTION ITEMS JOB SATISFACTION ITEMS 
N1.1 The ability to provide food, clothing and shelter 
for you and your significant others 
JS1 I feel I am being paid a fair amount for the work I 
do. 
N1.2 The opportunity to be financially independent JS2 Those who do well on the job stand a fair chance 
of being promoted. 
N2.1 The ability to ensure a safe home environment 
for you and your significant others 
JS3 My supervisor is quite competent in doing his/her 
job. 
N2.2 The opportunity to be in a safe working 
environment 
JS4 I am satisfied with the benefits I receive. 
N3.1 The ability to feel loved by your significant 
others 
JS5 I feel my efforts are rewarded in the way they 
should be. 
N3.2 The opportunity to feel part of a 
team/group/society 
JS6 I believe there is a safe working environment at 
my workplace. 
N4.1 The ability to achieve a sense of 
accomplishment 
JS7 I like the people I work with. 
N4.2 The opportunity to achieve personal satisfaction JS8 I understand exactly what I am supposed to do. 
N5.1 The opportunity to contribute to society JS9 I always finish my work successfully. 
N5.2 The capacity to inspire members of society JS10 Work assignments are fully explained and easy to 
understand. 
 
Life satisfaction. The workers’ satisfaction with life in Thailand was measured using a single 
statement “I am very satisfied with my life as it is at the moment”, drawn from Campbell, 
Converse, and Rodger’s (1976) work at the University of Michigan Survey Research Center. 
The validity of this statement has been tested and it is considered an adequate question to 
ascertain employee life satisfaction. The responses to the statement are given on a five-point 
Likert scale (5 = strongly agree; 1 = strongly disagree). 
4.2 Statistical Analysis  
Structural equation modelling (SEM) was used to test the research hypotheses. SEM is useful 
to demonstrate the relationships between several variables at once (interrelationships, direct 
and indirect paths) in an easy to understand graphical model, helping to explain the causal 
relationships between the variables tested. The AMOS program, a popular SEM program, 
was used for this study. Confirmatory factor analysis (CFA) was conducted to test model fit 
until a well-fitted measurement model was obtained. In terms of the sample size for SEM, the 
sample of 400 was more than adequate to satisfy the values of Hoelter .05 and Hoelter .01 
required for hypothesis testing at the 95% and 99% confidence intervals respectively.  
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5. Results  
To test the hypotheses, the path coefficient diagram shown in Figure 5.2 was drawn as a path 
diagram showing relationships among need satisfaction, job satisfaction, life satisfaction, 
organization commitment and turnover intention.  
Figure 5.2: Path diagram of the relationships among need satisfaction, job satisfaction, life 
satisfaction, organization commitment and turnover intention 
 
The model fit analysis shows a χ2 value of 940.2 with 263 degrees of freedom, returning a 
probability value of .000 with χ2/df of 3.575. The χ2/df represents the degree of fit between 
the model and the data. With the large sample size used in this study, it is difficult to obtain a 
non-significant p-value. The fit indices are therefore used as adjuncts to the χ2 test to evaluate 
further the adequacy of the fit of the model. The goodness-of-fit index (GFI) of .841, the 
comparative fit index (CFI) of .670, the Tucker-Lewis Index (TLI) of .623, the incremental 
fit index (IFI) of .676, and the root mean square error of approximation (RMSEA) of .080 
show acceptable level of goodness-of-fit indices; therefore, the above model can be deemed 
as a good fit to the data and results interpretation can be done using this model. 
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The AMOS analysis result is illustrated in figure 5.3. AMOS is useful to understand patterns 
of correlation/covariance among a set of variables and identify their casual relationship. The 
regression weight estimates of the tested variables are demonstrated in table 5.3.  
Figure 5.3: AMOS analysis of the relationships among need satisfaction, job satisfaction, life 
satisfaction, organization commitment and turnover intention  
  
The unstandardized regression coefficients for need satisfaction, job satisfaction, life 
satisfaction, organization commitment and turnover intention are shown in Table 5.3. The 
need satisfaction items, job satisfaction items, and organization commitment items are all 
significant to the need satisfaction, job satisfaction and organization commitment latent 
variable. From the table, we can see that need satisfaction is positively significant to 
organization commitment at the significance level α=0.01. Moreover, organization 
commitment also demonstrates significant relationship with turnover intention but to the 
author surprise in the positive direction. This is hugely in contradiction to the literature that 
the effect between organization commitment and turnover intention should be negatively 
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correlated. For low-skilled worker in this empirical study, even though they are committed to 
the organization, they are nonetheless considering leaving concluding by the positive 
direction showed in the regression table. Therefore, we reject the hypothesis that said 
organization commitment is negatively correlated to turnover intention. Job satisfaction also 
shows significant relationship with life satisfaction in the sample of Myanmar workers in 
Samut Sakhon. With these findings, hypotheses 2 and 7 are accepted, while we reject the 
hypothesis 1. 
On the other hand, tested variables that do not reveal any significant relationship at the 
significance level α=0.01 are the relationship between need satisfaction and life satisfaction, 
life satisfaction and organization commitment, and job satisfaction and organization 
commitment. We reject the null hypotheses of hypotheses 4, 5, and 8. In terms of turnover 
intention in low-skilled Myanmar workers in Thailand, as previously mentioned organization 
commitment shows to have significant relationship with turnover intention, but others 
variables; namely, need satisfaction, life satisfaction, and job satisfaction show to have no 
significant relationship to turnover intention for the low-skilled worker in Thailand. 
Hypotheses 3, 6, and 9 are rejected. 
Table 5.2: Unstandardized regression coefficients 
   Estimate S.E. C.R. P 
Life_Satisfaction <--- Need_Satisfaction .331 .185 1.792 .073 
Life_Satisfaction <--- Job_Satisfaction 1.094 .204 5.364 *** 
Organization_Commitment <--- Job_Satisfaction .377 .130 2.900 .004 
Organization_Commitment <--- Need_Satisfaction .554 .164 3.388 *** 
Organization_Commitment <--- Life_Satisfaction .068 .037 1.846 .065 
Turnover_Intention <--- Organization_Commitment .899 .240 3.751 *** 
Turnover_Intention <--- Job_Satisfaction -.127 .210 -.603 .546 
Turnover_Intention <--- Need_Satisfaction .465 .256 1.821 .069 
Turnover_Intention <--- Life_Satisfaction -.165 .061 -2.705 .007 
N1.1 <--- Need_Satisfaction 1.000    
N1.2 <--- Need_Satisfaction 1.283 .230 5.581 *** 
N2.1 <--- Need_Satisfaction 1.465 .297 4.931 *** 
N2.2 <--- Need_Satisfaction 1.257 .271 4.637 *** 
N3.1 <--- Need_Satisfaction 1.067 .249 4.288 *** 
N3.2 <--- Need_Satisfaction 1.273 .285 4.465 *** 
N4.1 <--- Need_Satisfaction 1.648 .327 5.037 *** 
N4.2 <--- Need_Satisfaction 1.464 .303 4.834 *** 
N5.1 <--- Need_Satisfaction 1.858 .350 5.312 *** 
N5.2 <--- Need_Satisfaction 1.361 .295 4.613 *** 
JS10 <--- Job_Satisfaction 1.000    
JS9 <--- Job_Satisfaction 1.254 .213 5.876 *** 
JS8 <--- Job_Satisfaction .970 .179 5.410 *** 
JS7 <--- Job_Satisfaction 1.289 .216 5.975 *** 
JS6 <--- Job_Satisfaction 1.226 .205 5.982 *** 
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Table 5.2: Unstandardized regression coefficients 
   Estimate S.E. C.R. P 
JS5 <--- Job_Satisfaction 1.489 .239 6.232 *** 
JS4 <--- Job_Satisfaction 1.568 .242 6.478 *** 
JS3 <--- Job_Satisfaction 1.259 .212 5.932 *** 
JS2 <--- Job_Satisfaction 1.626 .255 6.367 *** 
JS1 <--- Job_Satisfaction 1.712 .254 6.748 *** 
AC <--- Organization_Commitment 1.000    
CC <--- Organization_Commitment 1.155 .208 5.566 *** 
NC <--- Organization_Commitment 1.096 .200 5.489 *** 
 
6. Conclusion and Discussion 
The aim of this study is to examine the relationship of need satisfaction, job satisfaction, life 
satisfaction, employees’ commitment and turnover intention among 400 Myanmar migrants 
working in seafood processing factories in Samut Sakhon, Thailand. The results obtained 
from the research path diagram, using structural equation modelling, reveal interesting 
findings that are unique to this study group, providing additional evidence in support of 
findings in existing literature, as well as evidence that contradicts aspects of theory. The 
model and questionnaire used in this study were tested for reliability, validity and goodness 
of fit to ensure that the findings were sound. Although the chi-square test for model fit was 
significant, the other measures of goodness of fit provide support for the constructed model. 
In support of previous literature, the results of this study reveal needs satisfaction have 
positive relationships with organization commitment. In the context of this study, job 
satisfaction and life satsifaction did not show a significant relationship with organization 
commitment. This is worth examining because job satisfaction has long been considered a 
dominant factor in understanding organization commitment. For low-skilled workers, such as 
those in this study, the evidence contradicts the past literature, showing that job satisfaction 
and life satisfaction do not relate to or exert an impact on employee commitment.  
Of the four variables tested (need satisfaction, job satisfaction, life satisfaction, and 
organization commitment), only organization commitment demonstrated a significant 
relationship with turnover intention. Interestingly, the relationship is in a positive direction, in 
contradiction of the findings of past literature. The similar result was obtained in chapter 4. 
This positive relationship means that an increase in organization commitment will also mean 
an increase in turnover intention, signalling an alert to employers that even though the 
employees are demonstrating positive behaviours and hold high commitment to the firm, the 
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low-skilled workers still contemplate leaving. This interesting finding regarding turnover 
intention in low-skilled workers suggests the potential value of further study to examine the 
rationale behind turnover intention.  
The significance of this study is that, to the author’s knowledge, it is one of few studies to 
study the complex organization behaviour of low-skilled workers, in this case Myanmar 
workers in Thailand. It is hoped that findings of this research can be employed to undertake 
further research and applied to other industries, as well as in other countries employing low-
skilled workers.  
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CONCLUSIONS & 
DISCUSSION 
This dissertation is an empirical study of low-skilled workers originating from Myanmar 
employed in Thailand and their attitude towards needs satisfaction, job satisfaction, job 
characteristics, organization commitment and their intention of quitting. This study is the first 
research, to my knowledge, to examine Myanmar migrant workers in Thailand from the 
human resource management perspective, placing particular attention on reaffirming 
renowned motivational theories: Maslow’s hierarchy of needs, Herzberg’s two-factor theory, 
Hackman and Oldham’s job characteristics model, and Meyer and Allen’s organization 
commitment theory.  
6.1 Conclusions and Discussion of Empirical Hypotheses and Findings 
The results of this dissertation reveal interesting results both in support of existing theories 
and in conflict with past literature and understanding. The results of this dissertation are 
based on testing hypotheses and research questions as summarized in Table 6.1.  
In testing Maslow’s (1943) hierarchy of needs in terms of its universal application, Myanmar 
migrant workers were asked to rank their needs, level of satisfaction (whether they were 
being met) and the importance of each need. The results supported Maslow’s hierarchy of 
needs. Low-skilled workers found physiological needs to be the most important, followed by 
safety and security needs, love and belonging needs, self-esteem needs and self-actualization 
needs. However, because the questionnaires contained several items representing each need 
level, one notable departure is the need to achieve a sense of accomplishment (level 4 need), 
which is ranked before the need to be part of a team/group/society (level 3 need) among 
Myanmar migrant workers in Thailand. This may seem a remarkable finding, but given the 
low-skilled nature of the work, which is mostly individually based, the need to feel part of a 
team/group/society is not as important as the feeling of satisfaction with oneself. Team-
working activities may not be a good choice for employee motivation in this case. 
Furthermore, contradicting Maslow’s assumption, Maslow suggested there is a negative 
correlation between need importance and need satisfaction, when the need is satisfied, its 
importance decreases; however, the correlation matrix between need satisfaction and need 
importance for Myanmar workers in Thailand suggests no significant relationship between 
 6 
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the two. It is therefore difficult to conclude whether the important of each needs would 
decline when it was satisfied. Further study on exploring needs satisfaction and perception in 
low-skilled workers might reveal better understanding and more concrete results.   
In terms of Herzberg’s (1959) two-factor theory, the factors that have greatest impact on 
employees’ job satisfaction are pay, fringe benefits, promotion and recognition. From the 
descriptive analysis, it is apparent that the Myanmar workers are mostly satisfied with their 
current pay and promotion prospects, but are least satisfied with their fringe benefits and 
level of recognition. What is interesting here is that the findings contradict Herzberg’s theory 
that while hygiene factors (e.g. pay) are necessary, they do not cause satisfaction; rather, their 
lack causes dissatisfaction. On the other hand, motivator factors (e.g. level of recognition) are 
supplementary and provide motivation. Therefore, there should be a positive relationship 
between motivator factors and employees’ job satisfaction. However, in the case of the 
Myanmar workers in this study, no significant relationship is found between motivator 
factors and job satisfaction. Instead, motivator factors act similarly to hygiene factors in this 
research context, a lack causing dissatisfaction. Therefore, both hygiene and motivator factors 
should be considered to motivate the low-skilled workers and prevent dissatisfaction that 
might stem from lack of either. 
Hackman and Oldham’s (1980) job characteristics model suggests that there is a positive 
relationship between job characteristics and job satisfaction. There is a positive significant 
relationship between job characteristics and job satisfaction for low-skilled Myanmar 
workers in Thailand in relation to range of skills. An increase in the range of skills will 
improve employee job satisfaction. However, other factors of job characteristics model 
showed no effect on employee job satisfaction. Special attention should be placed on 
increasing the range of skills of these low-skilled workers to increase positive attitudes.  
Improving employee organization commitment is the goal of all organizations. Organization 
commitment has long been studied but as yet there is no concrete evidence concerning what 
influences it: this empirical study reveals both evidence in support of previous findings and 
contradictory evidence. The results show that organization commitment is positively 
correlated with need satisfaction and job satisfaction. When employees are satisfied that their 
needs are being met and with their jobs, their level of organization commitment improves. 
This is a good indication that companies should pay attention to activities that enhance better 
needs satisfaction and job satisfaction to improve employee commitment. However, in terms 
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of the contradictory findings, previous literature has suggested that there is also a positive 
relationship between organization commitment and job characteristics, as well as 
organization commitment and facets of job satisfaction facets, but this is not the case for 
Myanmar migrant workers in Thailand. The findings show no significant relationship 
between organization commitment and job characteristics or organization commitment and 
facets of job satisfaction. These factors do not influence organization commitment. 
Furthermore, the results also provide support for Van Breugel, Van Olffen, & Ollie’s (2005) 
argument that even part-time employees value affective commitment higher than continuance 
commitment. Part-time employees would also like to stay with the company based on their 
emotional ties. 
In terms of turnover intention among Myanmar migrant workers in Thailand, the findings are 
largely in contradiction of previous research. The only variable showing significant 
relationship with turnover intention is organization commitment. The finding suggested the 
relationship between turnover intention and organization commitment is in a positive position, 
which in disagreement with past findings. Past literature has suggested a negative relationship 
would exist between turnover intention and need satisfaction, job satisfaction, facets of job 
satisfaction, and job characteristics. However, there is no significant relationship between 
turnover intention for low-skilled Myanmar workers in Thailand and the above-mentioned 
variables. Even though an employee is committed to an organization, he/she still thinks of 
quitting.  
Finally, the employees’ overall life satisfaction has a considerable effect on needs satisfaction 
and job satisfaction . This research finding is further empirical evidence in support of past 
claims that life satisfaction is positively related to needs satisfaction and job satisfaction. 
When people are satisfied with their lives, they tend to be satisfied that their needs are being 
met and with their jobs as well. However, in the case of Myanmar workers in Thailand, life 
satisfaction shows no significant relationship with organization commitment and turnover 
intention. Previous research has suggested that there is a negative relationship between 
turnover intention and life satisfaction, but this research suggests otherwise. Life satisfaction 
does not have any significant relationship with turnover intention in low-skilled migrant 
workers in Thailand.    
  91 
Table 6.1: Summary of results                   Support the past literatures                 Contradict with past literatures 
 Research hypotheses/research questions Theory/past literature  Empirical finding 
Are needs universal and fulfilled in the order 
predicted by Maslow’s(1954) motivation theory? 
      Self-actualization  
   Self-esteem  
Love & belonging  
Safety & security  
Physiological 
Support for Maslow’s theory regarding the order 
of needs in the hierarchy  
 
Note: small departure in ranking in term of self-
accomplishment (need level 4) ranked higher than need to 
be part of a team (need level 3) 
Need importance negatively correlated with 
need satisfaction 
Negative relationship No significant relationship 
C
H
.2
 
Need satisfaction positively correlated with life 
satisfaction 
Positive relationship Positive relationship 
Which motivational factors have the largest 
effect on job satisfaction? 
- 
 
Pay, fringe benefit, promotion, recognition 
Herzberg’s motivator factors cause satisfaction  Motivator factors have a positive relationship 
with job satisfaction 
No significant relationship 
C
H
.3
 
Job satisfaction positively correlated with life 
satisfaction 
Positive relationship Positive relationship 
Job characteristics positively correlated with job 
satisfaction 
Positive relationship No significant relationship 
Job characteristics positively correlated with 
organization commitment 
Positive relationship No significant relationship 
Job characteristics negatively correlated with 
turnover intention 
Negative relationship No significant relationship 
Job satisfaction positively correlated with 
organization commitment 
Positive relationship Positive relationship 
Job satisfaction negatively correlated with 
turnover intention 
Negative relationship No significant relationship 
Organization commitment negatively correlated 
with turnover intention 
Negative relationship Positive relationship 
C
H
.4
 
Part-time employees have high level of affective 
commitment rather than continuance 
commitment 
Van Breugel, Van Olffen, & Ollie’s (2005)  Part-time employees have a high level of 
affective commitment rather than continuance 
commitment 
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 Research hypotheses/research questions Theory/past literature Empirical finding 
Organization commitment negatively correlated 
with turnover intention 
Negative relationship Positive relationship 
Need satisfaction positively correlated with 
organization commitment  
Positive relationship Positive relationship 
Need satisfaction negatively correlated with 
turnover intention 
Negative relationship No significant relationship 
Need satisfaction positively correlated with life 
satisfaction  
Positive relationship No significant relationship 
Job satisfaction positively correlated with 
organization commitment  
Positive relationship No significant relationship 
C
H
.5
 
Job satisfaction negatively correlated with 
turnover intention 
Negative relationship No significant relationship 
 Job satisfaction positively correlated with life 
satisfaction  
Positive relationship Positive relationship 
 Life satisfaction positively correlated with 
organization commitment  
Positive relationship No significant relationship 
 Life satisfaction negatively correlated with 
turnover intention 
Negative relationship No significant relationship 
 
 
                       Support the past literatures                 Contradict with past literatures 
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6.2 Conclusions and Discussion of the Effect of Demographic Differences 
on the Empirical Findings 
The effect of differences in the demographic background of respondents is summarized in 
Table 6.2. From the table, it can be observed that demographic variation plays a tremendous 
role in influencing respondents’ attitudes towards the variables tested: need importance, need 
satisfaction, life satisfaction, facets of job satisfaction, overall job satisfaction, organization 
commitment, turnover intention and job characteristics. 
Gender difference shows little impact on the variables tested. Males and females generally 
express no difference in attitudes in relation to Maslow’s (1943) needs theory, Herzberg’s 
(1959) two-factor theory, Meyer and Allen’s (1991, 1997) organization theory or turnover 
intention. There is a slight difference in terms of Hackman and Oldham’s (1980) job 
characteristics model in that women consider their jobs more valuable than men do, 
especially considering autonomy, task identity and skill variety. Therefore, companies 
thinking of implementing motivational measures can introduce programmes not specific to 
gender in the case of Myanmar workers in Thailand. 
Age is found to have a significant influence on employees’ attitudes. In this study, the two 
main age groups that demonstrate the biggest difference are those aged 20–25 years old and 
those who are 36–40 years old. The 20–25 year olds desire more contribution to society but 
exhibit less satisfaction towards their pay, promotion, co-workers and nature of work. 
Moreover, they consider their jobs less important and are of the view that there is plenty of 
room for improvement. The findings suggest that those aged 20–25 years old are generally a 
negative employee group, exhibiting low overall satisfaction compared to others. This is not 
surprising as at such a young age they are likely to want to prove themselves and have plenty 
of energy to do their work. Companies might be advised to pay special attention to this 
specific group of workers. In contrast, those aged 36–40 years old are generally satisfied with 
their jobs and identify many needs as of lower importance.  
Marital status generally reveals no impact on employees’ attitudes, except in the case of those 
married with children, who were more satisfied with the nature of their work than the 
divorced group. Having children or not and being married or not has no impact on employees’ 
overall need satisfaction, life satisfaction or job satisfaction. Thus, these factors can be 
omitted when trying to categorize employees. 
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Employment status – full-time or part-time – indisputably has a considerable impact on 
employees’ satisfaction and commitment level. Full-time employees demonstrate greater 
satisfaction and greater organization commitment than part-time workers. Moreover, full-
time workers show less turnover intention than part-time workers. To improve employee 
satisfaction and to retain good employees, promoting part-timers to full-time work is likely to 
prove a good strategy.  
Educational level is another factor worth considering when hiring low-skilled workers. The 
results show that those with no formal schooling are more satisfied in terms of needs, job, 
commitment and job characteristics than their educated counterparts. This is not surprising as 
employees are likely to have higher expectations when they have more extensive education. 
The results show that employees’ educational level has an impact on their attitude and 
organizations should also take this into consideration when hiring new employees.  
Employees’ length of service in the current factory determines how they feel about the 
importance of needs, job satisfaction factors and job characteristics. Those who have spent 3–
5 years in the current factory find the importance of being loved by significant others less 
important than those with shorter tenure: 1–2 years and 2–3 years. Moreover, those who have 
spent only 1–2 years in the factory are found to be less satisfied with operating conditions, 
co-workers and the nature of their work compared to other groups. Finally, those who have 
spent the longest time in the current factory – 5–10 years – are much more satisfied with the 
task identity, skill variety and task significance than other groups. 
The total length of stay in Thailand also shows an effect on employees’ attitudes. Employees 
who have spent more than 10 years in Thailand view the importance of being loved by 
significant others as less important than employees who have spent less than a year in 
Thailand. Those who have been in Thailand for only 1–2 years are less satisfied with their co-
workers than those who have been there longer. The same goes for commitment level, with 
those who have spent more time in Thailand (5–10 years) exhibiting a greater commitment 
level than the 3–5 year group. 
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Table 6.2: Summary of demographic variation effects on variables tested 
 Need Importance Need Satisfaction Life 
Satisfaction 
Job Satisfaction 
Facets 
Overall Job 
Satisfaction 
Organization 
Commitment 
Turnover 
Intention 
Job Characteristics 
Gender ! ! ! ! ! ! ! Women  
show MORE positive 
attitude in Autonomy, 
Task Identity, and Skill 
Variety than men 
Age 36-40 year-olds 
found being financially 
independent, safe home 
environment & sense of 
accomplishment LESS 
important than other age 
groups 
20-25 year-olds 
want to contribute to 
society MORE than 
26-30 and 31-year-
olds groups 
! 20-25 year-olds 
found Pay, Promotion, 
Co-workers, and Nature 
of work LESS satisfing 
than other age groups 
36-40 year-olds 
MORE satisfied 
with job than 46-50 
year-olds group 
! Tukey’s test show 
no significant 
pairwise 
differences 
20-25 year-olds 
show LESS positive 
attitude in Autonomy, 
Task Identity, Skill 
Variety, Task 
Significant, Feedback 
than 36-40 year-olds 
group 
Marital 
Status 
! ! ! Married with Children  
MORE satisfied with 
nature of work than 
divorced group 
! ! ! ! 
Employment 
Position 
! ! ! Full-Time Position 
MORE satisfied  with 
Pay, Promotion, Co-
worker, Nature of work, 
and responsibility than 
Part-time 
Full-Time 
Position MORE 
satisfied with job 
than Part-time 
Full-Time Position 
show MORE 
commitment than 
Part-time 
Full-Time 
Position show 
LESS turnover 
intention than 
Part-time 
Full-Time Position 
show MORE positive 
attitude in Autonomy, 
Task Identity, Skill 
Variety, and Feedback 
than Part-time 
Education 
Level 
! Did not attend 
School  MORE 
satisfy with safe home 
environment than 
other groups 
! Did not attend School 
MORE satisfied with 
Pay, Promotion, and Co-
Worker than other groups 
Did not attend 
School MORE 
satisfied with job 
than High school 
group 
Did not attend 
School show 
MORE Normative 
commitment than 
High school group 
! Did not attend School 
show MORE Autonomy, 
Task Identity, and Skill 
Varity  than High school 
group 
Length of 
Service in the 
current 
Factory 
3-5 years show 
being loved by significant 
others is LESS important 
than 1-2 and 2-3 year 
groups 
! ! 1-2 years LESS satisfied 
with Operating condition, 
Co-workers, and Nature 
of Work than other 
groups 
! ! ! 5-10 years show 
MORE positive attitude 
in Task Identity, Skill 
Variety, and Task 
Significant   than other 
groups 
Length of 
Stay in 
Thailand 
More than 10 years 
show being loved by 
significant others is LESS 
important than those stay 
less than a year 
! ! 1-2 years LESS satisfied 
with Co-worker than 2-3 
and 3-5 years groups 
! 3-5 years  
show LESS 
Affective 
commitment than 5-
10 years group 
! ! 
  ! = Statistically no significant relationship, p >.05
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6.3 Recommendations  
In this section, different strategies and recommendations are introduced for companies to 
consider when managing low-skilled workers. It is important to note that the rewards 
regarded by companies as motivational tools may not be those desired by low-skilled workers. 
To prevent misdirection or mismatching in the motivational strategies employed, this 
research highlights that it is important for companies to take note of measures that 
operational level employees will find the most motivational. This dissertation summarizes the 
recommendations and guidelines using an easily remembered acronym: MYANMAR.  
M – Money 
Money or monetary rewards are considered to be one of the most important factors in 
motivating low-skilled labour. Low-skilled operational workers tend to seek out companies 
offering the highest pay as they work from pay check to pay check. As low-skilled workers 
have limited skills and competence, there is a limit to what companies can offer (and of 
course companies will offer the lowest pay possible). However, given the importance of the 
pay check to the employee, pay should be competitive and comparable to the industry 
standard to maintain the workforce. In addition to the usual pay, companies can also provide 
a supplementary diligence allowance for those who are always on time and never take sick 
leave.   
Y – Yearly or monthly evaluation 
Records should be kept of employees’ performance, thus ensuring that they are treated in a 
fair and equitable manner. This continuous evaluation will help distinguish between strong 
and weak performers. Moreover, companies can learn from this record and make 
improvements to operating systems. Low-skilled workers are highly motivated by the chance 
of promotion from part-time to full-time employment. Companies should consider promoting 
strong performers to full-time positions. With the evaluation record, companies can promote 
good performers without any controversy or debate.  
A – Additional benefits 
Companies should consider giving additional fringe benefits to low-skilled operational 
employees. As there is a limit to what companies can pay their low-skilled workers, 
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additional benefits will add to the employees’ job satisfaction and thus increase organization 
commitment. Non-monetary benefits, such as a free shuttle bus service, are offered by most 
companies. However, other benefits, such as a medical room and language tutoring, are also 
recommended. Companies can offer free space for the use of these services at no additional 
cost. Non-profit organizations (NPOs) offer this kind of service, but with their limited 
budgets they are looking for available space. Companies can contact such NPOs and ask 
them to offer Thai language tutoring once or twice a week using free space in the factory 
after working hours. This would be beneficial for all parties. Similarly, in terms of the 
medical offer, workers may have difficulty finding time to go to a doctor or hospital and thus 
a small clinic in the factory would be valued by the workers, but would also be a plus for the 
company.  
   
N – Nurturing individual performance 
From the findings, it is apparent that low-skilled operational employees prize self-
accomplishment rather than being part of a team. Team-building activities are therefore 
unlikely to be a sound strategy. Workers would gain greater satisfaction from being appraised 
for their individual performance; therefore, a pay for performance system is recommended 
for low-skilled operational employees. In this way, they would be paid based on their own 
achievements. Furthermore, implementing a goal-setting strategy might prove beneficial, 
backed by an additional payment if a certain goal or level of productivity is reached.  
   
M – Maintaining need satisfaction 
Need satisfaction is crucial in the case of low-skilled workers and will help prevent turnover 
intention in employees. It is highly recommended that companies pay special attention to 
satisfying employees’ basic needs. The two lowest needs in Maslow’s (1943) hierarchy 
should be fulfilled at all times. Money should be paid on time and the working environment 
should be healthy and safe. For low-skilled workers, need satisfaction is critical to their 
survival and is the basis for all their decisions.    
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A – Accumulating skills 
From the survey, it was suggested that low-skilled employees are happy to learn extra skills 
and that this learning will improve employee satisfaction. Therefore, a job rotation strategy is 
recommended for Myanmar workers in Thai seafood processing factories. This would be 
beneficial for all parties as the employees can develop saleable skills for themselves and the 
company can benefit from the greater expertise of their employees. By offering environments 
that provide challenges and offer new learning opportunities, companies can help contribute 
to enhancing personal development and provide a dynamic workplace, thus contributing to 
the organization’s success.  
   
R – Recognition, reward & reinforcement 
Finally – and most importantly – is the recognition, reward and reinforcement process for 
low-skilled employees. The employees feel the need to have recognition for their work and 
receive a suitable reward. Rewards would not have to be costly. A simple measure, such as 
instituting an employee of the month programme, would be a good way to recognize good 
performers and would intensify a positive sense of competition on the factory floor. At the 
end of the year, an employee of the year award could be given, together with a special gift 
from the company executives. More broadly, the company could give employees the 
opportunity to express their ideas and make suggestions. 
Figure 6.1: Recommendation on Managing Low-skilled Myanmar Workers in Thailand 
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6.4 Research Limitations 
As in any research, this dissertation has several limitations and weaknesses that should be 
noted. First, this research focused on 400 Myanmar workers employed in the 13 selected 
seafood processing factories located only in Samut Sakhon Province. Therefore, to ensure the 
wider applicability of the findings, it will be important to validate the results with a more 
representative group of participants, expanding the research to other industries as well as 
other geographic areas. Second, the questionnaire in this study necessarily included only a 
few items: to undertake further examination of need satisfaction, job satisfaction, job 
characteristics, organization commitment and turnover intention among low-skilled workers, 
the inclusion of more items on these variables would be beneficial and might reveal greater 
insights into the rationale for employees’ behaviour. Third, the study drew on a 
predominantly Western body of literature both in terms of the review and sourcing the items 
adopted in the questionnaire. Thus, there might be cultural differences that have not 
sufficiently been taken into account in relation to the items and the way in which the 
questionnaire was constructed. Finally, despite all the efforts made in translating the items, 
there might be language issues affecting how the migrant workers interpreted the statements.  
 
6.5 Future Research Directions 
Drawing on the experience garnered in this project, in future study, the research methods 
could be refined. First, it would be of value to confirm the research findings using an 
improved questionnaire. The analysis showed that many respondents chose the neutral option, 
making it difficult to pinpoint the direction of the employee’s attitude. The results could be 
strengthened by constructing the questionnaire so that there is no neutral position, thus 
forcing respondents to take a stance on whether they agree or disagree with the statements, 
providing more concrete conclusions. Moreover, in the area of job characteristics, an attempt 
was made to shorten the questionnaire as much as possible; thus only a few items represented 
each of the variables. To improve the questionnaire, especially for job characteristics and also 
for critical psychological states, a larger set of items could help gain a better understanding of 
low-skilled workers’ attitudes to their jobs and what motivates them.   
Second, the research findings give rise to interesting questions, particularly with regard to the 
results that contradict the results of past research on low-skilled workers’ turnover intention. 
In-depth research focusing on the possible factors affecting turnover intention among 
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operational employees would be an interesting line to pursue. Moreover, the possibility of job 
rotation and other strategies for improving employees’ satisfaction levels warrant further 
investigation in terms of the extent to which they are beneficial to both the employer and 
employee, potentially improving performance and productivity. And lastly, giving the 
contradicting results found on Maslow’s theory on this empirical study, further study to 
strengthen an understanding of low-skilled employee’s need is essential. Alderfer’s Existence, 
Relatedness, and Motivator (ERG) theory (1989) can be the next excellence starting point to 
recognize the fundamental needs level of Myanmar migrant workers in Thailand. ERG theory 
has been used to understand what internal perspectives move humans to certain behaviors. It 
is the aims for future direction to understand the motivational preference process on what 
causes satisfaction and why.    
It is hoped that this dissertation will be useful for both academia and the business world. 
Low-skilled workers are an essential part of driving a successful business. Companies that 
focus on motivating their low-skilled employees will have a continual supply of workers, in 
particular those who are happy and willing to exert extra effort in their jobs; thus companies 
can ensure their sustainability, representing a win-win situation for both groups.  
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EMPLOYEE NEED SATISFACTION, JOB SATISFACTION, JOB 
CHARACTERISITC & ORGANIZATION COMMITMENT QUESTIONNAIRE 
 
 
Questionnaire Instructions:  This questionnaire was developed as part of a research study on 
employee’s need, job satisfaction, job characteristic, and organization commitment of Myanmar 
immigrant worker in Samutsakorn Seafood Processing Industry. Respondents’ answer will be 
kept confidential. Please select the answers that represent your opinion the most.  It should take 
no more than 15 minutes to complete the entire questionnaire. 
 
PART A –  BASIC INFORMATION 
Please put a tick !  in the box next to the answer of your choice and complete the answer 
 
1. Gender      " Male    " Female 
2. Age   " Less than 20 years old  " 20 – 25   
   " 26 – 30    " 31 – 35   
   " 36 – 40    " 41 – 45 
   " 46 – 50    " 51 and above   
3. Marital Status " Single    " Married without Kid 
   " Married with Kids   " Divorce    
4. Education  " Did not attended school  " Primary education  
   " Middle School   " High School  
   " Bachelor Degree   " Others: __________________ 
5. Position  " Full-time    " Part-time (Daily employment) 
6. Length of Service " Less than a year   " 1 - 2 years   
     in this factory " 2 - 3 years     " 3 - 5 years   
   " 5 - 10 years    " More than 10 years      
7. Length of Stay   " Less than a year   " 1 - 2 years  
    in Thailand  " 2 - 3 years     " 3 - 5 years   
   " 5 - 10 years    " More than 10 years      
 
PART B –  SATISFACTION & ORGANIZATION COMMITMENT 
Please put a tick !  in the box indicating how much you agree or disagree with each of the 
following statements: 
No General Satisfaction 
Strongly 
Agree 
5 
Agree 
 
4 
So-So 
 
3 
Disagree 
 
2 
Strongly 
Disagree 
1 
1 I am very satisfied with my life as it is at the 
moment 
     
2 Generally speaking, I am very satisfied with my 
job 
     
3 I am a very happy member of this organization      
4 It would be very hard for me to leave this 
organization right now, even if I wanted to  
     
5 I feel that I owe this organization quite a bit 
because of what it has given me 
     
6 Nevertheless, I often think about quitting®      
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PART C –  EMPLOYEE’S NEEDS 
1.Please put a tick !  in the box indicating how IMPORTANT each of the needs are to you:   
No Needs Important 
Very 
Important 
5 
Important 
 
4 
Moderately 
Important 
3 
Slightly 
Important 
2 
Not at all 
Important 
1 
1 The ability to provide food, clothing, and 
shelter for you and your significant others 
     
2 The opportunity to be financially independent      
3 The ability to ensure a safe home environment 
for you and your significant others 
     
4 The opportunity to be in a safe working 
environment 
     
5 The ability to feel loved by your significant 
others 
     
6 The opportunity to feel part of a 
team/group/society 
     
7 The ability to achieve a sense of 
accomplishment 
     
8 The opportunity to achieve personal 
satisfaction 
     
9 The opportunity to contribute to society      
10 The capacity to inspire members of society      
 
2. Please put a tick !  in the box indicating how each of the needs are being SATISFIED:   
How much each of the following needs is being met, how much you enjoy these needs at the moment 
No Needs Satisfaction 
Very 
Satisfy 
5 
Satisfy 
 
4 
So-So 
 
3 
Dissatisfy 
 
2 
Very 
Dissatisfy 
1 
1 The ability to provide food, clothing, and 
shelter for you and your significant others 
     
2 The opportunity to be financially independent      
3 The ability to ensure a safe home environment 
for you and your significant others 
     
4 The opportunity to be in a safe working 
environment 
     
5 The ability to feel loved by your significant 
others 
     
6 The opportunity to feel part of a 
team/group/society 
     
7 The ability to achieve a sense of 
accomplishment 
     
8 The opportunity to achieve personal 
satisfaction 
     
9 The opportunity to contribute to society      
10 The capacity to inspire members of society      
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3. Please RANK the following needs in order of its importance to you:  
   Please put ‘1’ by the first most important needs 
   Please put ‘2’ by the second most important needs 
   Please put ‘3’ by the third most important needs 
   Please put ‘4-10’ by the other needs 
 
 Food, Clothing, and Shelter  
 Financially independent  
 Safe Home Environment   
 Safe Working Environment  
 Loved by your significant others  
 Feel part of a Team/Group/Society  
 Achieve a Sense of Accomplishment  
 Achieve Personal Satisfaction  
 Contribute to Society  
 Inspire members of society  
 
 
PART D –  JOB SATISFACTION FACTORS 
Please put a tick !  in the box indicating how much you agree or disagree with each of the 
following statements 
 
No Job Satisfaction 
Strongly 
Agree 
5 
Agree 
 
4 
So-So 
 
3 
Disagree 
 
2 
Strongly 
Disagree 
1 
1 I feel I am being paid a fair amount for the work I do      
2 Those who do well on the job stand a fair chance of 
being promoted  
     
3 My supervisor is quite competent in doing his/her job       
4 I am satisfied with the benefits I receive       
5 I feel my efforts are rewarded the way they should be      
6 I believe safe working environment at my workplace       
7 I like the people I work with      
8 I understand exactly what I am supposed to do       
9 I always finish my work successfully      
10 Work assignments are fully explained and easy to understand 
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PART E – JOB CHARACTERISTICS 
Please #the number which is the most accurate description of your job 
 
1. How much autonomy is there in you job? That is, to what extent does your job permit you to 
decide on your own how to go about doing the work? 
 
1 --------------- 2 --------------- 3 --------------- 4 --------------- 5 --------------- 6 --------------- 7 
 
 
 
 
 
2. To what extent does your job involve doing a “whole” and identifiable piece of work? That 
is, is the job a complete piece of work that has an obvious beginning and end? Or is it only a 
small part of the overall piece of work, which is finished by other people or by automatic 
machines? 
 
1 --------------- 2 --------------- 3 --------------- 4 --------------- 5 --------------- 6 --------------- 7 
 
 
 
 
 
3. How much variety is there in your job? That is, to what extent does the job require you to do 
many different things at work, using a variety of your skills and talents? 
 
1 --------------- 2 --------------- 3 --------------- 4 --------------- 5 --------------- 6 --------------- 7 
 
 
 
 
4. In general, how significant or important is your job? That is, are the results of your work 
likely to significantly affect the lives or well-being of other people? 
 
1 --------------- 2 --------------- 3 --------------- 4 --------------- 5 --------------- 6 --------------- 7 
 
 
 
 
 
5. To what extent do managers or co-workers let you know how well you are doing on your job?  
 
1 --------------- 2 --------------- 3 --------------- 4 --------------- 5 --------------- 6 --------------- 7 
 
 
 
 
 
 
……….THIS IS THE END OF THIS QUESTIONNAIRE………. 
 
☺  THANK YOU VERY MUCH FOR YOUR COOPERATION  ☺
 
Moderate autonomy; many 
things are standardized and 
not under my control, but I 
can make some decisions 
about the work 
 
Very much; the job gives 
me almost complete 
responsibility for deciding 
how and when the work is 
done 
 
My job is only a tiny part of 
the overall piece of work; 
the results of my activities 
cannot be seen in the final 
product or service 
 
My job is a moderate-
sized “chuck” of the 
overall piece of work; my 
own contribution can be 
seen in the final outcome 
 
My job involves doing the 
whole piece of work, from 
start to finish; the results of 
my activities are easily seen in 
the final product or service 
 
Very little; the job requires 
me to do the same routine 
things over and over again 
 
Moderate Variety 
 
Very much; the job requires 
us to do many different 
things, using a number of 
different skills and talents 
 
Not very significant; the 
outcome of my work are not 
likely to have important 
effects on other people 
 
Moderately Significant 
 
Highly significant; the 
outcomes of my work 
can affect other people 
in very important ways 
 
Very little; people almost 
never let me know how 
well I am doing 
 
Moderately; sometimes 
people may give me 
“feedback; other times 
they may not 
 
Very much; managers or 
co-workers provide me with 
almost constant “feedback” 
about how well I am doing 
 
Very little; the job gives 
me almost no personal 
“say” about how and 
when the work is done 
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အလုပ္သမားမ်ား လိ ုအပ္သည့ ္ စိတ္ေက်နပ္မ ႈ ၊ အလုပ္အေပၚ ေက်နပ္ အားရျခင ္ း း ၊ 
အလုပ္ သေဘာသဘာ၀၊ အဖြ ဲ ့အစည္းအေပၚထားရ ွ ိေသာ ကတိက၀တ္ မ်ားႏ ွင ့ ္ 
ပတ္သက္ ္သည့ ္ စစ္တမ္းေမးခ ြန ္ းလႊာ 
 
 
စစ္တမ္းေမးခ ြန ္ းႏ ွင ့ ္ ပတ္သက္သည့ ္ ညႊန ္ ၾကားခ်က္မ်ား - ဤ စစ္တမ္းေမးခြန္းလႊာသည ္စာမတ့္စာေကာ(္န)္ (Samutsakorn) ပင္လယ္ေရထြက္ ကုန္မ်ား 
ထုတ္လုပ္ျဖန္ ့ျဖဴးသည့္ လုပ္ငန္း တြင ္၀င္ေရာက္လုပ္ကိုင္ေန ၾကသည့္ ျမန္မာေရႊ ့ေျပာင္းလုပ္သားမ်ား၏ လုိအပ္မႈ၊ အလုပ္အေပၚ ေက်နပ္ အားရမႈ၊ အလုပ္သေဘာသဘာ၀ 
ႏွင့ ္အဖြဲ ့အစည္း အေပၚထားရွိေသာ ကတိက၀တ္ မ်ားႏွင့ ္သက္ဆိုင္သည့္ အေၾကာင္းအရာမ်ားကိ ုေလ့လာ သုေတသနျပဳရန္အတြက္ ဖန္တီးေဖာ္ေဆာင္ထားသည့ ္
အစီအစဥ ္တစ္ရပ္ျဖစ္ပါသည္။ အေျဖလႊာမ်ားကိ ုလွ်ိဳ ့ ၀ွက္ အတြင္းအေရးအေနျဖင့္ လံုျခံဳစြာ သိမ္းဆည္းထားရွိပါမည္။ သင္၏ သေဘာထားကို အလြန္တရာမွ အနီးစပ္ဆံုး 
ေဖာ္ျပထားသည့္ အေျဖအားေရြးခ်ယ္ပါ။ စစ္တမ္းေမးခြန္းလႊာ တစ္ခုလံုးအား ေျဖဆိုျပီးစီးရန ္အတြက္ အခ်ိန ္၁၅ မိနစ္ထက္ မပိုႏိုင္ေပ။  
အပိ ုင ္ း က  - အေျခခ ံ အေၾကာင ္းအရာ အခ်က္အလက္  
သင္ေရ ြ းခ ်ယ္ေသာ အေျဖအတြက္ ေက်းဇ ူ း ျပ ဳ ၍ ေလးေထာင့ ္က ြက္ အတြင ္ းတြင ္ အမွန ္ အမွတ္အသား ! အား ေရးျခစ ္ ၍ 
အေျဖလႊာအား ျပ ီ း ျပည့ ္စ ံ ုစ ြာ ေျဖၾကားေပးပါ။  
၁။ လိင္      " အမ်ိဳးသား    " အမ်ိဳးသမီး 
၂။ အသက္  "၂၀ ေအာက္ငယ္ေသာ    " ၂၀- ၂၅   
   " ၂၆ - ၃၀     " ၃၁- ၃၅   
   " ၃၆ - ၄၀        " ၄၁- ၄၅ 
   " ၄၆ - ၅၀     " ၅၁ ႏွစ ္ႏွင့ ္အထက္ 
၃။ အိမ္ေထာင္ရွ/ိမရွ ိ " တစ္ကိုယ္ေရတစ္ကာယ   " ကေလးမရွိေသာ အိမ္ေထာင္သည္
   " ကေလးရွိေသာ အိမ္ေထာင္သည္  " တရား၀င္ကြာရွင္းျပတ္စဲထားျခင္း 
၄။ ပညာအရည္အခ်င္း " ေက်ာင္းမေနေသာ   " အေျခခ ံပညာအရည္အခ်င္း 
   " အလယ္တန္းေက်ာင္း   " အထက္တန္းေက်ာင္း  
   " ဘြဲ ့ရ     " အျခား: __________________ 
၅။ ရာထူး ေနရာ  " အခ်ိန္ျပည့္    " အခ်ိန္ပိုင္း (ေန ့စားလုပ္သား) 
၆။ ဤစက္ရံုတြင ္တာ၀န ္ " တစ္ႏွစ္ေအာက ္   " ၁ -၂ ႏွစ ္   
   ထမ္းေဆာင္ေသာ " ၂ - ၃ ႏွစ ္    " ၃ - ၅ ႏွစ ္            
  ကာလ   " ၅ - ၁၀ ႏွစ ္    " ၁၀ ႏွစ ္ႏွင့ ္အထက္      
၇။ ထိုင္းႏိုင္ငံတြင ္ေန   " တစ္ႏွစ္ေအာက ္   " ၁ -၂ ႏွစ ္  
   ထိုင္ေသာကာလ " ၂ - ၃ ႏွစ ္    " ၃ - ၅ ႏွစ ္   
   " ၅ - ၁၀ ႏွစ ္    " ၁၀ ႏွစ ္ႏွင့ ္အထက္     
အပိ ုင ္ း ခ  - ေက်နပ ္ အားရျခင ္ း ႏ ွင ့ ္ အဖြ ဲ ့အစည္းအေပၚထားရ ွ ိေသာ ကတိက၀တ္  
ေအာက္ေဖာ ္ ျပ အေၾကာင္းအရာ တစ္ခ ုခ ်င ္ းစ ီတိ ု ့အေပၚ သင္မည္ ေရြ ့မည္မ ွ ် သေဘာတူသည္ သိ ု ့မဟုတ္ သေဘာမတူသည္တိ ု 
့အား ေဖာ ္ ျပရန ္အတြက္ ေက်းဇ ူ း ျပ ဳ ၍ ေလးေထာင့ ္က ြက္ အတြင ္ းတြင ္ အမွန ္ အမွတ္အသား ! အား ေရးျခစ ္ပ ါ။  
စဥ္  ေယဘုက် အားျဖင ့ ္ ေက်နပ ္မ ႈ  
အလြန ္တ  
ရာမ ွ ပင္  
သ  ေဘာ 
တူသည္။  
သေဘာတူ
သည္။ ဒီလိုပါပဲ။ 
သေဘာမတ
ူပါ။  
အလြန ္တ  
ရာမ ွပင ္  
သ  ေဘာ 
မတူပါ။  
၁ ယခုလက္ရိွ ျဖစ္တည္ေနေသာ ကၽြႏ္ုပ္၏ ဘ၀ ကုိ အလြန္မွပင္ 
ေက်နပ္အားရပါသည္။  
     
၂ ေယဘုယ်အားျဖင့္ ဆုိရလွ်င္ ကၽြႏ္ုပ္၏ အလုပ္အေပၚ 
အလြန္မွပင္ ေက်နပ္အားရပါသည္။  
     
၃ ကၽြႏ္ုပ္သည္ ဤ အဖြဲ ့အစည္း၏ အေပ်ာ္ရႊင္ဆံုး အဖြဲ ့ 
၀င္ျဖစ္သည္။  
     
၄ ဤ အဖြဲ ့အစည္းမွ ထြက္ခြာလို သည့္တိုင္ေအာင္ 
ယခုလက္ရွိအခ်ိန္သည္ ထြက္ခြာသြားရန ္ကၽြႏု္ပ ္အတြက္ 
အလြန္မွပင ္ခက္ခဲေနလိမ့္မည္။  
     
၅ ကၽြႏု္ပ္ရရွိခံစားရသည့ ္အရာမ်ားေၾကာင့္ ဤ အဖြဲ ့ အစည္း 
အေပၚ အေတာ္အတန္ပင္ ေပးဆပ္ စရာရွိေနသည္ဟု 
ခံစားမိသည္။  
     
၆ မည္သို ့ပင္ဆိုေစကာမ ူအလုပ္ထြက္ရန္အတြက္ 
မၾကာခဏဆိုသလို ေတြးမိသည္။ ® 
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အပိ ုင ္ း ဂ  - အလုပ ္သမား၏  လု ိအပ ္ခ ်က္မ ်ား 
၁။ ေဖာ ္ ျပထားသည့ ္ လိ ုအပ ္ခ ်က္တစ္ခ ုခ ်င ္ းစ ီသည္ သင့ ္အတြက္မည္မ ွ ် အေရးပါေ ၾကာင ္း  ရည္ညႊန ္ းေဖာ ္ ျပ 
ႏိ ုင ္ရန ္ အတြက္ ေက်းဇ ူ း ျပ ဳ ၍ ေလးေထာင့ ္က ြက္ အတြင ္ းတြင ္ အမွန ္ အမွတ္အသား ! အား ေရးျခစ ္ပ ါ။  
စဥ္  အေရးပါသည့ ္ လိ ုအပ္ခ်က္မ်ား  
အလြန ္မ ွ 
ပင္အေရးပါ
လွသည္။  
အေရးပါ 
သည္။  
အတန္အသ
င့ ္ အေရး 
ပါသည္။  
အနည္း 
ငယ္အေရးပါ
သည္။  
လံ ု းပ 
အေရးမပါ ပါ။  
၁ သင ္ႏွင့္ ္သင္၏ အျခား အေရးပါသူမ်ား အတြက္ အစာ၊ 
အ၀တ္အထည္ ႏွင့ ္ေနထိုင္ရန ္ေနရာ ေထာက္ 
ပံ့ျဖည့္ဆည္းေပးႏိုင္သည့္ စြမ္းရည္။ 
     
၂ ေငြေရးေၾကးေရး အမွီအခို ကင္းလႊတ္ ႏိုင္ရသည့္ 
အခြင့္အေရး။ 
     
၃ သင ္ႏွင့္ ္သင္၏ အျခား အေရးပါသူမ်ား အတြက္ လံု 
ျခံဳစိတ္ခ်ရသည့္ ေနအိမ္ပတ္၀န္းက်င္အား ဖန္တီးေပး 
ႏိုင္သည့္ စြမ္းရည္။ 
     
၄ လံုျခံဳစိတ္ခ်ရသည့္ လုပ္ငန္းခြင ္အတြင္းတြင ္အလုပ္ 
လုပ္ကိုင္ႏိုင္ရသည့္ အခြင့္အေရး။ 
     
၅ သင္၏ အျခား အေရးပါသူမ်ားထံမွ ခ်စ္ခင္ႏွစ္သက ္ျခင္းကို 
ခံစားရရွိႏိုင္ရသည့ ္စြမ္းရည္။ 
     
၆ အဖြဲ ့/အုပ္စ/ုလူမႈအေဆာက္အအံု တစ္ခ ု၏ 
တစ္စိတ္တစ္္ေဒသ အျဖစ ္ခံစားမိသည့္ အခြင့္အေရး။  
     
၇ ေအာင္ျမင္မႈအား ရရွိခံစားႏိုင္ရသည့ ္စြမ္းရည္။       
၈ ပုဂၢိဳလ္ေရးဆိုင္ရာ ေက်နပ္အားရမႈအား ရရွ ိေအာင္ျမင ္
ႏိုင္ရသည့္ အခြင့္အေရး။  
     
၉ လူ ့အေဆာက္အအံုသို ့ပံ့ပိုးကူညီႏိုင္ရသည့္ အခြင့ ္အေရး။       
၁၀ လူ ့အေဆာက္အအံုရွိ လူအမ်ားအား လႈံ ့ေဆာ္ႏိုင္စြမ္း။      
 
၂။ ေဖာ ္ ျပထားသည့ ္ လိ ုအပ ္ခ ်က္တစ္ခ ုခ ်င ္ း ဤအေျခခ ံအခ်က္မ ်ားရ႐ ိ ွမ ႈႏ ွင ့ ္ပတ္သက္ျပ ီ း  
ဘယ္ေလာက္ေက်နပ ္မ ႈ႐ ိ ွေ ၾကာင ္ းကိ ု  သင့ ္ခ ံစားခ ်က္ႏ ွင ့ ္က ိ ုက ္ညီသည့ ္ အကြက္၌ 
အမွတ္အသားထည့ ္ေပးပါ။  
စဥ ္ ႏွစ ္သိမ ့ ္ေက်နပ ္အားရေစသည့ ္ လိ ုအပ္ခ်က္မ်ား  
အလြန ္တ 
ရာမ ွပင ္ 
ေက်နပ ္ပါသ
ည္။  
ေက်နပ ္ပါသ
ည္။  
ဒီလိုပါပဲ။ မေက် 
နပ္ပါ။  
အလြန ္တ 
ရာမ ွပင ္ မ 
ေက်နပ ္ပါ။  
၁ သင ္ႏွင့္ ္သင္၏ အျခား အေရးပါသူမ်ား အတြက္ အစာ၊ 
အ၀တ္အထည္ ႏွင့ ္ေနထိုင္ရန ္ေနရာ ေထာက္ 
ပံ့ျဖည့္ဆည္းေပးႏိုင္သည့္ စြမ္းရည္။ 
     
၂ ေငြေရးေၾကးေရး အမွီအခို ကင္းလႊတ္ ႏိုင္ရသည့္ 
အခြင့္အေရး။ 
     
၃ သင ္ႏွင့္ ္သင္၏ အျခား အေရးပါသူမ်ား အတြက္ လံု 
ျခံဳစိတ္ခ်ရသည့္ ေနအိမ္ပတ္၀န္းက်င္အား ဖန္တီးေပး 
ႏိုင္သည့္ စြမ္းရည္။ 
     
၄ လံုျခံဳစိတ္ခ်ရသည့္ လုပ္ငန္းခြင ္အတြင္းတြင ္အလုပ္ 
လုပ္ကိုင္ႏိုင္ရသည့္ အခြင့္အေရး။ 
     
၅ သင္၏ အျခား အေရးပါသူမ်ားထံမွ ခ်စ္ခင္ႏွစ္သက ္ျခင္းကို 
ခံစားရရွိႏိုင္ရသည့ ္စြမ္းရည္။ 
     
၆ အဖြဲ ့/အုပ္စ/ုလူမႈအေဆာက္အအံု တစ္ခ ု၏ 
တစ္စိတ္တစ္္ေဒသ အျဖစ ္ခံစားမိသည့္ အခြင့္အေရး။ 
     
၇ ေအာင္ျမင္မႈအား ရရွိခံစားႏိုင္ရသည့ ္စြမ္းရည္။       
၈ ပုဂၢိဳလ္ေရးဆိုင္ရာ ေက်နပ္အားရမႈအား ရရွ ိေအာင္ျမင ္
ႏိုင္ရသည့္ အခြင့္အေရး။ 
     
၉ လူ ့အေဆာက္အအံုသို ့ပံ့ပိုးကူညီႏိုင္ရသည့္ အခြင့ ္အေရး။      
၁၀ လူ ့အေဆာက္အအံုရွိ လူအမ်ားအား လႈံ ့ေဆာ္ႏိုင္စြမ္း။      
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၂။ ေအာက္ေဖာ ္ ျပပါ လိ ုအပ ္ခ ်က္မ ်ားအား သင့ ္အတြက္ ၄င ္းတိ ု ့၏  အေရးပါမ ႈ အေနအထားကိ ုလ ိ ုက ္ ၍  
ေက််းဇ ူ း ျပ ဳ ၍  အဆင့ ္ သတ္မ ွတ္ပ ါ။  
  ေက်းဇူးျပဳ ၍ ပထမတန္း အလြန္တရာမွပင္ အေရးပါလွေသာ လိုအပ္ခ်က္မ်ားအား နံပါတ္ ၁ ေရးပါ။ 
  ေက်းဇူးျပဳ ၍ ဒုတိယ အလြန္တရာမွပင္ အေရးပါလွေသာ လိုအပ္ခ်က္မ်ားအား နံပါတ္ ၂ ေရးပါ။ 
  ေက်းဇူးျပဳ ၍ တတိယ အလြန္တရာမွပင္ အေရးပါလွေသာ လိုအပ္ခ်က္မ်ားအား နံပါတ္ ၃ ေရးပါ။ 
  ေေက်းဇူးျပဳ ၍ အျခားေသာ လိုအပ္ခ်က္မ်ားအား နံပါတ္ ၄ - ၁၀ ေရးပါ။ 
 
 အစာ၊ အ၀တ္အထည္ ႏ ွင ့ ္ ေနထိ ုင ္ရန ္ ေနရာ   
 ေင ြးေရးေၾကးေရး အမွ ီအခ ိ ု ကင္းလႊတ္ ျခင ္ း   
 လံ ု ျခ ံ ဳစ ိတ ္ခ ်ရသည့ ္ ေနအိမ ္ပတ္၀န ္ းက်င ္    
 လံ ု ျခ ံ ဳစ ိတ ္ခ ်ရသည့ ္ လုပ ္ငန ္ းခ ြင ္   
 သင္၏  အျခား အေရးပါသူမ ်ားထံမ ွ ခ်စ ္ခင ္ ႏ ွစ ္သက္ ျခင ္ း   
 အဖြ ဲ ့/အုပ ္စ ု/လူမ ႈအေဆာက္အအံ ု တစ္ခ ု ၏  
တစ္စ ိတ ္တစ္ ္ေဒသ  အျဖစ ္ ခ ံစားမ ိ ျခင ္ း   
 
 ေအာင ္ ျမင ္မ ႈအား ရရ ွ ိခ ံစားႏ ိ ုင ္ ျခင ္ း   
 ပ ုဂ ၢ ိ ဳလ ္ေရးဆိ ုင ္ရာ ေက်နပ ္အားရမ ႈအား ရရ ွ ိ ျခင ္ း   
 လူ ့အေဆာက္အအံ ုသ ိ ု ့ပ ံ ့ပ ိ ု းက ူညီ ျခင ္ း   
 လူ ့အေဆာက္အအံ ုရ ွ ိ လူအမ်ားအား လႈ ံ ့ ေဆာ္ ျခင ္ း   
 
အပိ ုင ္ း ဃ  -  အလုပ ္ဆိ ုင ္ရာ စ ိတ္ေက်နပ ္မ ႈအားေဖာ ္ ျပေပးသည့ ္ အေၾကာင ္းရင ္ းမ ်ား  
ေအာက္ေဖာ ္ ျပ အေၾကာင္းအရာ တစ္ခ ုခ ်င ္ းစ ီတိ ု ့အေပၚ သင္မည္ ေရြ ့မည္မ ွ ် သေဘာတူသည္ သိ ု ့မဟုတ္ သေဘာမတူသည္တိ ု 
့အား ေဖာ ္ ျပရန ္အတြက္ ေက်းဇ ူ း ျပ ဳ ၍ ေလးေထာင့ ္က ြက္ အတြင ္ းတြင ္ အမွန ္ အမွတ္အသား ! အား ေရးျခစ ္ပ ါ။  
 
စဥ္  အလုပ ္ဆိ ုင ္ရာ စိတ္ေက်နပ ္မ ႈ  
အလြန ္တ  
ရာမ ွ ပင္  
သ  ေဘာ 
တူသည္။  
သေဘာတူ
သည္။ ဒီလိုပါပဲ။ 
သေဘာမ
တူပါ။  
အလြန ္တ  
ရာမ ွပင ္  
သ  ေဘာ 
မတူပါ။  
၁ ကၽြႏ္ုပ္လုပ္ေဆာင္ရေသာ အလုပ္အတြက္ သင့္တင့္မွ်တ ေသာ 
လုပ္အားခအား ရရွိသည္ဟု ခံစားရသည္။ 
     
၂ လုပ္ငန္းခြင္အတြင္း ေကာင္းမြန္စြာ လုပ္ေဆာင္ႏိုင္သည့္ 
သူမ်ားအတြက္ မွ်တသည့္ ရာထူးတိုးႏိုင္ေသာ အခြင့္အလမ္း 
ရွိသည္။  
     
၃ ကၽြႏု္ပ္၏ ၾကီးၾကပ္ကြပ္ကဲေရးမွဴးသည္ သူ၏/သူမ၏ အလုပ္ႏွင့္ 
ပတ္သက္လွ်င္ ကၽြမ္းက်င္မႈရွိသည္။  
     
၄ ကၽြႏ္ုပ္ရရွိသည့္ အက်ိဳးအျမတ္မ်ားအတြက္ ႏွစ္သက္ ေက်နပ္သည္။      
၅ ကၽြႏ္ုပ္၏ အားထုတ္ၾကိဳးပမ္းႏွင့္ ညီမွ်ေသာခ်ီးျမွင့္ျခင္းအား 
ရရွိသည္ဟု ခံစားရသည္။  
     
၆ ကၽြႏု္ပ္၏ လုပ္ငန္းခြင္သည္ ေဘးကင္းလံုျခံဳသည္ဟု ကၽြႏ္ုပ္ယံုၾကည္ 
သည္။   
     
၇ ကၽြႏ္ုပ္ႏွင့ ္အလုပ္တြဲလုပ္ေသာသူမ်ားကို ႏွစ္သက္သည္။       
၈ 
ကၽြႏု္ပ္ မည္သည္အား လုပ္သင့္သည္ကုိ တိက်စြာ နားလည္ 
သေဘာေပါက္သည္။  
     
၉ 
ကၽြႏု္ပ္သည္ အျမဲတေစပင္ ကၽြႏု္ပ္၏အလုပ္အား ေအာင္ေအာင္ျမင္ျမင္ 
ျပီးဆုံးေစသည္။  
     
၁၁ 
လုပ္ငန္းတာ၀န္မ်ားအား ျပည့္ျပည့္၀၀ ရွင္းလင္းေျပာျပ ၍ 
လြယ္ကူစြာပင္နားလည္ သေဘာေပါက္ပါသည္။  
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အပိ ုင ္ း င  -  လုပ ္ငန ္ းပ ိ ုင ္ းဆ ိ ုင ္ရာ သေဘာသဘာ၀မ်ား   
သင္၏  အလုပ ္အား အလြန ္တရာ တိက်မ ွန ္ကန ္စ ြာ ေဖာ ္ ျပ  ထားသည့ ္ န ံပ ါတ္အား ေက်းဇ ူ း ျပ ဳ ၍  ၀ ိ ုင ္ း #   
 
၁။ သင့္လုပ္ငန္းခြင္တြင ္လုပ ္ပ ိ ုင ္ခ ြင ့္ မည္မွ်ရွိသနည္း။ ဆိုလိုသည္မွာ သင္၏အလုပ္သည္ သင့္အား မည္သည့္ 
ပမာဏအထိ ကိ ုယ ္ပ ိ ုင ္ ဆံုးျဖတ္ခ်က္အားျဖင့္ လုပ္ေဆာင္ႏိုင္ခြင့္ေပးသနည္း။  
 
၁ ------------------ ၂ ------------------ ၃ ------------------ ၄ ------------------ ၅ ------------------ ၆ ------------------ ၇ 
 
 
 
 
 
 
 
၂။ သင္၏အလုပ္သည္ မည္သည့္ပမာဏအထိ အလုပ ္ အားလံ ု း ႏ ွင ့ ္ အထူးအပိ ုင ္ းက႑  တြင ္ပါ၀င္ 
လုပ္ေဆာင္သနည္း။ ဆိုလိုသည္မွာ သိသာထင္ရွားသည့္ အစ ႏွင့ ္အဆံုးရွိေသာ ျပည့္စံုသည့္ အလုပ္ က႑ 
ျဖစ္ပါသလား။ သို ့မဟုတ္ အျခားသူမ်ားအားျဖင့္ သို ့မဟုတ္ အလိုအေလ်ာက္ လုပ္ေဆာင္ႏိုင္သည့္ စက္မ်ား အားျဖင့္ 
အလုပ္အား ျပီးစီးေစေသာ ေယဘုယ် အလုပ္က႑၏ ေသးငယ္သည့ ္အစ ိတ္အပိ ုင ္ းတစ္ခ ု ျဖစ္ေန ပါသလား။  
 
၁ ------------------ ၂ ------------------ ၃ ------------------ ၄ ------------------ ၅ ------------------ ၆ ------------------ ၇ 
 
 
 
 
 
 
 
၃။ သင္၏အလုပ္တြင္ အမ် ိ ဳ းမ ် ိ ဳ းအဖ ံ ုဖ ံု ေသာက႑ မည္မွ်ရွိသနည္း။ ဆိုလိုသည္မွာ အလုပ္သည္ မည္သည့္ ပမာဏ 
အထိ သင္၏ အမ်ိဳးမ်ိဳးေသာ ကၽြမ္းက်င္မႈ ႏွင့ ္ပါရမီ မ်ားကို အသံုးျပဳ ၍ သင့္အား လုပ္ငန္းခြင္တြင ္
အကြဲကြဲအျပားျပားေသာအရာမ်ားကို လုပ္ေဆာင္ေစရန ္လိုအပ္သနည္း။  
 
၁ ------------------ ၂ ------------------ ၃ ------------------ ၄ ------------------ ၅ ------------------ ၆ ------------------ ၇ 
 
 
 
 
 
 
 
၄။ ေယဘုအားျဖင့္  သင္၏အလုပ္သည္ မည္သို ့ အေရးပါ သို ့မဟုတ္ အေရးၾကီး သနည္း။ ဆိုလိုသည္မွာ သင့္အလုပ္၏ 
ရလာဒ္မ်ားသည္ အျခားသူမ်ား၏ ဘ၀ သို ့မဟုတ္ ေကာင္းက်ိဳးခ်မ္းသာကို သိသာထင္ရွားစြာ သက္ေရာက္မႈရွိ 
ပံုေပၚပါသလား။  
 
၁ ------------------ ၂ ------------------ ၃ ------------------ ၄ ------------------ ၅ ------------------ ၆ ------------------ ၇ 
 
 
 
 
 
၅။ အလုပ္အား သင္မည္ေရြ ့မည္မွ်ေကာင္းမြန္စြာလုပ္ေဆာင္ႏိုင္ေၾကာင္းကိ ုမန္ေနဂ်ာမ်ား သို ့မဟုတ္ 
လုပ္ေဖာ္ကိုင္ဖက္မ်ားမွ သင့္အားမည္သည့္ ပမာဏအထိ သိရွိေစသနည္း။  
 
၁ ------------------ ၂ ------------------ ၃ ------------------ ၄ ------------------ ၅ ------------------ ၆ ------------------ ၇ 
 
 
 
 
 
 
 
 
……….စစ ္တမ္းေမးခ ြန ္ းလ ႊာ  ျပ ီ းဆ ံ ု းပ ါ ျပ ီ ။………. 
☺  သင္၏ပ ူးေပါင ္ းပ ါ၀င ္မ ႈအတြက္ ေက်းဇ ူ းအထူးပင ္တင္ရ ွ ိပ ါသည္။   ☺
 
 
လုပ္ပိုင္ခြင့္ အသင့္အတင့္ရွိသည္၊ အရာ 
အေတာ္မ်ားမ်ား အား စံခ်ိန္စံညႊန္း 
သတ္မွတ္ထား ျပီး ကၽြႏု္ပ္၏ ထိန္းခ်ဳပ္မႈ 
ေအာက္တြင္ မရွိေပ။ သို ့ေသာ္ အလုပ္ႏွင့္ 
ပတ္သက္သည့္ အခ်ိဳ ့ေသာ 
ဆံုးျဖတ္ခ်က္မ်ားအား ခ်မွတ္ ႏိုင္ပါသည္။  
 
အလြန္ရွိသည္၊ အလုပ္သည္ 
ကၽြႏု္ပ္အား မည္ကဲ့သို ့ႏွင့္ 
မည္သည့္အခ်ိန္တြင္ အလုပ္အား 
ျပီးဆံုးေစရမည္ ႏွင့္ ပတ္သက္သည့္ 
ဆံုးျဖတ္ခ်က္ အား ခ်မွတ္ႏိုင္သည့္ 
တာ၀န္အား ျပည့္ျပည့္၀၀ 
ေပးအပ္ထားသေလာက္ပင္ျဖစ္သည္။  
 
ကၽြႏု္၏ အလုပ္သည ေယဘုယ် 
အလုပ္က႑၏ ေသးငယ္လွသည့္ 
အစိတ္အပိုင္း တစ္ခုသာလွ်င္ 
ျဖစ္ပါသည္။ အျပီးသတ္ ထုတ္ကုန္ 
သို ့မဟုတ္ ၀န္ေဆာင္မႈတြင္ 
ကၽြႏ္ုပ္၏ ေဆာင္ရြက္မႈမ်ားအား 
ေတြ ့ျမင္ရမည္ မဟုတ္ေပ။ 
 
ကၽြႏ္ုပ္၏အလုပ္သည္ ေယဘုယ် 
အလုပ္က႑၏ 
အေတာ္အသင့္အရြယ္ပမာဏ 
ရွိေသာ အလုပ္ျဖစ္ပါသည္။ ကၽြႏု္ပ္၏ 
ေဆာင္ရြက္မႈမ်ား ကို အျပီးသတ္ 
ရလာဒ္တြင္ ေတြ ့ ျမင္ႏိုင္ပါသည္။ 
 
ကၽြႏ္ုပ္၏အလုပ္သည္ အစမ ွအဆံုး 
အထ ိေဆာင္ရြက္ရေသာ 
အလုပ္က႑တစ္ခုလံုးပါ၀င္သည္။ 
အျပီးသတ္ ထုတ္ကုန္ သို ့မဟုတ္ 
၀န္ေဆာင္မႈတြင္ ကၽြႏ္ုပ္၏ 
ေဆာင္ရြက္မႈမ်ားအား လြယ္ကူစြာ ေတြ 
့ျမင္ႏိုင္ပါသည္။  
 
အလြန္ပင္နည္းပါးသည္။ 
အလပု္သည္ကၽြႏု္ပ္အားပံုမွန္ 
လုပ္ရိုးလုပ္စဥ္မ်ားကိုသာ 
ထပ္ခါတလဲလဲ ျပဳလုပ္ေစသည္။ 
 
အမ်ိဳးမ်ိဳးအဖံုဖံုေသာက႑အေ
တာ္အသင့္ရွိသည္။ 
 
အလြန္မ်ားျပားသည္။အလုပ္သည္ကၽြ
ႏု္ပ္တို ့၏အမ်ိဳးမ်ိဳးေသာ 
ကၽြမ္းက်င္မႈႏွင့္ ပါရမီမ်ားကို အသံုးျပဳ 
၍ ကြဲျပားေသာ အရာ 
အေတာ္မ်ားမ်ားကိုလုပ္ေဆာင္ရန္အ
တြက္လိုအပ္သည္။ 
 
အေရးမပါလွေပ။ကၽြႏု္ပ္အလုပ္၏ရ
လာဒ္မ်ားသည္အျခားသူမ်ားအ 
ေပၚအေရးပါသည့္သက္ေရာက္မႈ 
မ်ိဳးရွိပံုမေပၚေပ။ 
 
အေတာ္အသင့္ အေရးပါသည္။  
 
အလြန္အေရးပါသည္။ကၽြႏု္ပ္
အလုပ္၏ရလာဒ္မ်ားသည္ 
အျခားသူမ်ားအေပၚ အလြန ္ 
မွပင္အေရးပါေသာ 
သက္ေရာက္မႈမ်ိဳးရွိသည္။  
 
အလြန္နည္းပါးသည္။ကၽြႏု္ပ္မည္
မွ်ေကာင္းမြန္စြာေဆာင္ရြက္ႏိုင္
ေၾကာင္းကို လူမ်ားမ ွေျပာျပျခင္း 
မရွိသေလာက္ပင္ျဖစ္သည္။ 
 
အေတာ္အသင့္ပင္။ 
တစ္ခါတစ္ရံတြင္လူမ်ားမွ 
ကၽြႏု္ပ္အားတံု ့ျပန္မႈမ်ား 
ေပးၾကေသာ္လည္း အျခား ေသာ 
အခ်ိန္မ်ား တြင မေပးၾကေပ။ 
 
အလြန္မ်ားျပားပါသည္။မန္ေနဂ်ာ 
မ်ားႏွင့္ လုပ္ေဖာ္ကိုင္ဖက္မ်ားမွ  
လုပ္ငန္းခြင္အတြင္းကၽြႏု္ပ္မည္မွ် 
ေကာင္းမြန္စြာလုပ္ေဆာင္ႏိုင 
္ေၾကာင္းႏွင့္ဆိုင္သည့္တံု ့ျပန္ခ်က္ မ်ား 
ကို စဥ္ဆက္မျပတ ္ေပးၾကပါ သည္။ 
 
အလြန္နည္းပါးသည္၊ အလုပ္သည ္ကၽြႏ္ုပ္အား 
မည္ကဲ့သိ ု ့ႏွင့္ မည္သည့္အခ်ိန္တြင ္
အလုပ္အားျပီးဆံုးေစရမည္ ႏွင့္ ပတ္သက္သည့ ္
ကိုယ္ပိုင ္ဆံုးျဖတ္ေျပာဆိုျခင္းအား 
မေပးသေလာက ္ျဖစ္သည္။  
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︎ 
